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MASSACHUSETTS 
BAY 

TRANSPORTATION 
AUTHORITY 


Board  of  Dt9Ct0f9 
Transportatkxi  BuHdIng 
Ten  Par*  Plaza 
Boston,  MasaachusaOs  02116 


June  13,  198A 


Members,   Board  of  Directors 
MASSACHUSETTS  BAY  TRANSPORTATION 

AUTHORITY 
Ten  Park  Plaza,   Third  Floor 
Boston,  MA  02116 


Dear  Colleagues: 

As  you  will  see,   the  Report  on  Affirmative  Action 
at  the  Authority  speaks  to  where  we've  been,  where  we  have 
yet  to  go,   and  our  confidence  that  we  can  get  there. 

Initially,  we  approached  our  charge  of  reviewing 
the  status  of  Affirmative  Action  at  the  Authority 
enthusiastically,  but  with  some  measure  of  naivete.  As 
we  gained  insight  into  the  issues  and  devised  proposed 
remedies  for  corrective  action,  we  were  impressed  by  the 
genuine  desire  of  "T"  employees  and  the  community  at  large 
to  participate  in  the  problem  solving  in  a  contributory 
rather  than  adverserial  way.     The  matter  of  Affirmative 
Action  and  Equal  Employment  Opportunity  is  a  difficult 
one,   as   it  often  appears   that  one  group  is  benefited  at 
the  expense  of  another. 

We  think  you'll  note,  however,   that  many  of  the 

Report's  recommendations  relative  to  Affirmative  Action 

also  provide  increased  opportunity  and  equitable  treatment 
to  all  employees. 

Our  collective  efforts   towards  achieving  the  goals 
will  serve  our  riders,    the  Commonwealth  and  ourselves  well 


Cordially , 

Melissa  A.   Tillman,  Chair 
MBTA  Sub-committee  on 
Affirmative  Action 
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Transportation  Building 
Ten  Parte  Plaza 
Boston,  Massachusetts  02116 


June  13,  1984 


Members,   Board  of  Directors 
MASSACHUSETTS   BAY  TRANSPORTATION 

AUTHORITY 
Ten  Park  Plaza,   Third  Floor 
Boston,  MA  02116 


Dear  Colleagues: 

I  wish  to  thank  you  for  this  opportunity  to 
work  closely  with  two  of  my  fellow  Board  Members  on 
an  issue  of  significant  importance  to  the  Authority. 

This  has  been  a  time  of  learning  as  we 
researched  the  various  aspects  of  our  employees' 
relationships   to  one  another.     And,   it  has  been  a 
time  of  creative  thinking  as  we  considered  the 
Authority's  role  in  furthering  affirmative  action 
in  our  own  work  force  and  in  our  relationships  to 
the  community. 

Throughout  these  deliberations,   our  large 
concern  has  been  for  the  future  of  the  Authority  and 
the  people  who  work  here.     With  genuine  affirmative 
opportunities   for  minorities  and  women,   the  MBTA  will 
benefit   from  talent  no   longer   limited  by  artificial 
barriers.     We  have  proposed  an  ambitious   series  of 
recommendations,  but  we  are  confident   that,  with  a 
spirit  of  positive  cooperation,   they  can  be  accomplished. 

Very  truly  yours, 

Judith  H.  Robbins 
Member,    Sub -commi t tee  on 
Affirmative  Action 
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June  13,  1984 


Members,   Board  of  Directors 
MASSACHUSETTS   BAY  TRANSPORTATION 

AUTHORITY 
Ten  Park  Plaza,   Third  Floor 
Boston,  MA  02116 


Dear  Fellow  Board  Members: 


The  task  of  reviewing  the  Affirmative  Action 


program  at   the  MBTA  has  been  lengthy,   at  times  difficult, 
but  most  of  all  a  rewarding  experience.  Unfortunately, 
Affirmative  Action  programs  are  often  suspect  to  jealousies 
and  cynicism,  which  can  detract  from  the  positive  benefits 
which  should  flow  from  a  successful  Affirmative  Action 
program  in  the  public  sector.     The  helpful  attitude  of 
"T"  employees  and  Union  Officials  was  an  essential  element 
in  preparing  this  Report, 


The  recommendations  of  this  Report  should  go  a  long 


way  in  insuring  that  the  MBTA  continues   to  serve  as  a  model 
and  effective  Affirmative  Action  program  in  the  public 
sector.     The  Report  also  should  insure  that  equal  employment 
opportunity  is  available  to  all  MBTA  employees,   both  present 
and  future. 


Sincerely, 


William  F.  Irvin 
Member,    Sub-committee  on 
Affirmative  Action 
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PREFACE 


On  December  1 ,  19  83,  the  General  Manager  presented  the  MBTA 
Board  of  Directors  with  a  Ten  Point  Program  on  Affirmative  Action. 
The  Boeird  voted  approval  of  the  program  and  requested  that  he 
move  forward  as  quickly  as  possible  on  all  matters. 

The  Ten-Point  Program  and  the  progress  towards  its  achievement 
is  as  follows: 


1.  DOUBLE  THE  EXISTING  MBTA  EEO/AA  STAFF  IN  THE  NEXT  60  DAYS 
WITH  SPECIAL  EMPHASIS  ON  STRENGTHENING  MINORITY  AND  WOMEN 
BUSINESS  ENTERPRISE  OPPORTUNITIES  AND  COMPLIANCE  OF  MBTA 
DEPARTMENTS  WITH  POLICY  GOALS. 

By  April  6,  1984,  the  EEO/AA  Staff  had  doubled  in 
size.     The  additional  employees  are:     2  MBE  Liaisons 
(DBE/WBE  Compliance) ;  2  Personnel  Compliance  Officers; 
and  1  Recruitment  Coordinator. 

2.  MAIIDATORY  WORKSHOPS  FOR  ALL  MANAGERS  AND  SUPERVISORS.  EACH 
MANAGER  AND  SUPERVISOR  WILL  HAVE  AS  ONE  PRINCIPAL  ELEMENT 
OF  THEIR  PERFORMANCE  APPRAISAL  ADHERENCE  TO  POLICY  GOALS. 

The  MBTA  performance  appraisal  format  has  been  revised 
and  implemented  to  include  EEO/AA  as  part  of  the  eval- 
uation process  for  managers  and  supervisors.  The 
Personnel  Director  held  informational  meetings  with 
each  department  prior  to  formal  implementation  of  the 
process . 

3.  EACH  MBTA  DEPARTMENT  WILL  SUBMIT  AN  EEO/AA  PLAN  WITHIN  60 
DAYS.  EACH  DEPARTMENT'S  PLAN  WILL  BE  REVIEWED  AND,  V7HERE 
NECESSARY,   REVISED  AT  LEAST  SEMI-ANNUALLY. 

The  EEO/AA  Directorate  began  the  goal  setting  process 
on  May  15,   1984.     Department  plans  and  goals  for  FY85 
will  be  completed  by  June  15,   1984,  and  will  be  incor- 
porated into  the  revised  Affirmative  Action  Plan  for 
Board  of  Directors  approval  during  June  19  84. 

4.  THE  MBTA  WILL  SUBMIT  A  GRANT  REQUEST  WITHIN  45  DAYS  TO  UMTA 
FOR  FUNDING  OF  A  STUDY  OF  METHODS  TO  ENSURE  A  HIGHER  RETEN- 
TION RATE  FOR  MINORITY  AND  WOMEN  EMPLOYEES. 


A  concept  paper  has  been  submitted  to  UMTA  for 
support,  verbal  communications  seem  favorable.  A 
proposal  is  being  developed  by  the  MBTA  grants  admin- 
istration group.     The  interim  plan  is  to  hire  a  summer 
graduate  student  or  consultant  to  conduct  a  study. 

5.  DEVELOP  AN  AUTHORITY-WIDE  r^-A!TAGEME>TT  DEVELOPMENT  PROGRAM. 

The  EEO/AA  Office  has  submitted  a  request  in  the 
form  of  a  concept  paper,     to  UMTA  for  funding  to 
design  and  implement  an  Authority-Wide  Management 
Development  Program. 

6.  INSTITUTE  AN  MBE/VTBE  OUTREACH  PR0GRA31  INCLUDING: 

A)  HIRING  EEO/AA  STAFF  WITH  SPECIFIC  RESPONSI- 
BILITIES IN  THIS  AREA,   INCLUDING  ARPA2IGING 
NECESSARY  TECHNICAL  ASSISTANCE; 

B)  MBTA  SPONSORED  MBE/V7BE  CONFERENCE,   TO  BE 
HELD  AT  LEAST  ANNUALLY; 

C)  DEVELOPMENT  OF  A  COMPREHENSIVE  MAILING  LIST 
OF  PROSPECTIVE  CONTRACTORS  VENDORS;  AND 

D)  PUBLISH  AN  MBE/WBE  NEWSLETTER. 

Plans  for  a  DBE/WBE  outreach  program  have  been 
developed.     Plans  completed  are: 

a.  The  hiring  of  an  MBE  Coordinator  in 
the  Materials  Directorate. 

b.  An  established  date  and  plan  for  a 
DBE/V7BE  conference  on  September  10,  1984. 

c.  The  developm.ent  of  a  comprehensive  mailing 
list  of  prospective  contractors  and  vendors. 

d.  A  Staff  Assistant  for  Program  Coordination 
will  be  hired  in  EEO/AA  Office  in  Ql  FY85. 
The  MBTA  DBE/WBE  newsletter  along  with  the 
development  of  other  publications  will  be 
part  of  this  person's  responsibilities. 

7.  DEVELOP  A  STRATEGY  FOR  INCP.EASIMG  MINORITY  AND  WOMEN  ^^FMBER- 
SHIP   IN  PROFESSIONAL  AND  SKILLED  CRAFTS. 

The  implementation  of  a  new  job  posting     and  selec- 
tion procedure  has  begun  to  address  underutilization 
in  the  professional  EEO-4  category.     Recent  hiring 
statistics  show  some  improvement.     The  addition  of 
the  recruitment  coordinator  to  the  EEO/AA  staff  has 


enabled  it  to  address  minority  and  female  availability 
for  the  skilled  crafts  EEO-4  category. 

8.  PUBLISH  AN  ANNUAL  EEO/AA  REPORT  APPROVED  BY  THE  BOARD  OF 
DIRECTORS  WHICH  REVIEWS  PAST  YEAR  PERFOR-MANCE  AND  ARTICULATES 
GOALS  FOl^  THE  COMING  YEAR. 

The  annual  EEO/AA  report  will  be  published  thirty  (30) 
days  after  the  close  of  Q4   (July  30,  1984). 

9.  PROGRAM  A  NEWLY  ESTABLISHED  MIS  SYSTEM  TO  PROVIDE  SWIFT  AND 
ACCURATE  DATA  TO  ALLOW  FOR  AN  ONGOING  EVALUATION  OF  THE 
SUCCESS  OF  EEO/AA  PROGRAMS. 

The  Human  Resource  system  software  has  been  developed. 
The  MBTA's  M.I.S.  Department  will  implement  the  Human 
Resource  System  within  forty-five  (45)  days. 

10.  ESTABLISH  A  PROGRAM  TO  PROVIDE  TECHNICAL  ASSISTANCE  AND 
OTHER  SUPPORT  SERVICES  TO  PROSPECTIVE  MBE/WBE  MATERIALS 
CONTRACTORS . 

The  EEO/AA,  Construction^  and  Materials  Directors  have 
consulted  UMTA  regarding  funding  for  technical  assis- 
tance consulting  services  which  will  be  provided  to 
prospective  DBE/WBE  non-construction  contractors  and 
vendors.     A  grant  proposal  is  being  developed  for 
submittal  to  UMTA  within  thirty   (30)  days. 


This  initiative  and  resultant  action  on  the  part  of  the 
General  Manager  and  his  staff  caused  the  Sub-committee  on  Affir- 
m.ative  Action  to  approach  its  task  confident  in  the  knowledge 
that  its  review  would  be  met  with  cooperation,  candor  and  the 
sincere  efforts  of  all  MBTA  employees. 

We  thank  them  all  for  their  sensitivity  and  meaningful 


participation . 


I .  INTRODUCTION 

In  January,  1983,  Governor  Dukakis  directed  the  Cabinet  to 
review  the  status  of  Affirmative  Action  in  each  agency  of  the 
state  government.     The  Executive  Office  of  Transportation  and 
Construction   (EOTC)   conducted  a  thorough  review  and  found  that 
measureable  progress  had  been  made  at  the  MBTA,  evidenced  by  the 
change  from  6%  minority  employment  in  1976  when  the  first 
affirmative  action  plan  was  adopted  to  18%  minority  employment 
in  January  1984. 

The  review  also  indicated,  however,  that  significant 
problems  still  exist  at  the  Authority  as  evidenced  by  the 
underrepresentation  of  minorities  and  women  in  many  job  cate- 
gories, particularly  higher  salaried  and  decision  making 
positions;  the  underrepresentation  of  Hispanics,  Asians,  and 
Native  Americans;  and  the  absence  of  an  affirmative  action 
strategy  to  recruit  and  employ  the  economically  disadvantaged. 
In  addition,  the  EOTC  review  pointed  out  the  Authority's  need 
to  improve  its  procedures  and  create  a  fair  and  accessible 
environment  for  the  benefit  of  its  employees  and  applicants, 
whether  they  are  minority,  female  or  majority  male.     At  the 
same  time,  the  Authority  benefits  from  uniform  procedures  in 
that  it  can  draw  its  employees  from  an  expanded  skills  base 
and^  thereby  provide  improved  service  to  the  public. 

In  order  to  develop  feasible  mechanisms  to  remedy  persistent 
problems  and  improve  performance  in  this  important  area,  the 


Board  of  Directors  of  the  MBTA  established  a  Sub-coininittee  on 
Affirmative  Action  on  January  18,  1984  to: 

•  review  the  ^Authority's  policies  and  procedures 
with  regards  to  Affirmative  Action;  and 

•  initiate,  for  the  approval  of  the  full  Board 
of  Directors,  policy  changes  which  would 
enhance  Affirmative  Action  at  the  Authority. 

The  Sub-committee  was  given  ninety  days  to  complete  its 
study  and  identify  areas  where  a  more  aggressive  approach  would 
increase  the  number,  and  improve  the  status  of  minorities  and 
women  associated  with  the  Authority.     The  three  Directors 
serving  on  the  Sub-ccmmittee ,  Melissa  Tillman  (Chairperson) , 
Judith  Robbins,  and  William  Irvin,  were  chosen  for  their  collecti\ 
experience  and  expertise  in  the  areas  of  personnel  management, 
community  action,  civil  rights  and  women's  rights  issues  and 
labor  relations. 

The  Sub-committee  defined  Affirmative  Action  as  the  use 
of  positive  results-oriented  practices  to  ensure  the  equitable 
representation  of  minorities  and  women  at  the  Authority.  They 
agreed  that  those  responsible  for  carrying  out  affirmative  action 
"must  consciously  use  race,  sex,  and  national  origin  as  the 
criteria  to  dismantle  the  process  of  discrimination,  recognizing 
that  one  must  be  color   (and  sex  and  nationality)   conscious  before 
one  can  be  color  blind.  ""^ 

Discrimination  can  be  either  conscious  and  deliberate,  or 
unconcious  and  unintentional.     For  example,  a  supervisor  who 

•'•Affirmative  Action  at  the  Massachusetts  Bay  Transportation 
Authority ,  a  report  of  the  Massachusetts  Advisory  Committee 
to  the  U.  S.  Commission  on  Civil  Rights,  1981. 
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has  low  expectations  of  the  technical  abilities  possessed  by 
minorities  and  women  usually  passes  over  qualified  minority 
and  female  candidates  for  advancement.     Whether  the  discrimina- 
tion is  intentional  or  not,  the  effect  is  the  same — it  denies 
these  candidates  opportunities  available  to  others. 

The  focus  of  this  document  is  not  to  confirm  or  deny 
whether  the  Authority  has  ever    engaged  in  discriminatory  prac- 
tices against  minorities  and  women.     Instead,  where  patterns  of 
underrepresentation  exist,  the  goal  is  to  identify  ways  to 
reverse  them.     For  this  reason,  the  Sub-committee  agreed  that 
its  ultimate  responsibility  was  to  create  affirmative  policy 
and  program  initiatives  that  when  implemented  could  be  used 
to  redress  the  patterns  of  underrepresentation  of  minorities 
and  women  and  any  resulting  residual  effects  of  past  discrimina- 
tion.    The  Sub-committee  interpreted  its  mandate  as  that  of 
establishing  a  blueprint  for  the  present  which  will  serve  to 
strengthen  the  Authority  internally  and  externally  throughout 
its  future. 
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II.     AREAS  COVERED  IN  THE  STUDY 

The  Sub- committee  identified  those  facets  of  the  Authority's 

program  that  have  been  successful  so  that  they  may  be  continued 

and  those  where  the  infusion  of  new  initiatives  are  required  to 

achieve  the  Authority's  affirmative  action  objectives.     To  that 

end,  eight  component  areas  of  Affirmative  Action  are  reviewed 

2 

in  this  report:     workforce  utilization  ,  promotion  policies, 
education  and  training,  salaries,  EEO/AA  complaint  procedures, 
discipline/discharge  and  resignation  patterns,  union  agreements, 
and  external  contracting.     A  variety  of  data  sources  were  uti- 
lized to  provide  a  comprehensive  picture  of  current  affirmative 
action  policies  and  procedures  at  the  Authority.     When  possible, 
statistics  from  the  years  1977  to  1983  were  used  to  detect  and 
analyze  patterns  within  each  of  the  eight  target  areas. 

A.     WORKFORCE  UTILIZATION 

For  the  purpose  of  identifying  EE04  categories  of  jobs  where 
minority  subgroups  are  representative  of  the  broader  population, 
and  those  categories  where  they  are  not,  the  Sub-committee: 

•  reviewed  and  compared  the  numerical  representation 
o-F  minorities  and  women  within  the  organization;  and 

•  measured  the  Authority's  progress  toward  the  hiring 
goals  it  has  established  for  minorities  and  women  in 
each  job  category  so  as  to  target  specific  areas  for 
future  recruitment  and  hiring. 


A  glossary  of  technical  terms  used  in  this  report  is  appended. 
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B.  PROMOTION  POLICIES 

In  an  effort  to  track  minorities  and  women  after  they  are 
a  part  of  the  workforce,  the  Sub- committee : 

•  examined  the  extent  to  which  upward  mobility  exists 
for  minorities  and  women;  and 

e    identified  some  of  the  institutional  barriers  that 
might  impede  career  advancement. 

C.  EDUCATION  AND  TRAINING 

To  see  if  affirmative  action  is  being  carried  out  in 
Authority  sponsored  training  programs,  the  Sub-committee: 

•  assessed  the  nature  and  types  of  programs  offered 
at  the  Authority  J 

•  determined  the  level  of  minority  and  female  partic- 
ipation in  these  programs;  and 

•  evaluated  whether  or  not  the  programs  offered  facil- 
itate career  development  for  minorites  and  women. 

D.  SALARIES 

To  identify  any  discrepencies  between  wages  paid  to  minor- 
ities and  women  and  wages  paid  to  white  males,  the  Sub-committee 

•  analyzed  the  salaries  paid  to  non-union  employees. 

E.  EEO/AA  COMPLAINT  PROCEDURES 

To  identify  any  problem  causing  areas,  the  Sub-committee: 

•  reviewed  complaints  on  file  with  the  EEO/;^A  Office; 
and 

o    reviewed  the  EEO/AA  complaint  procedure  to  identify 
any  systemic  problems. 


F.  DISCIPLINE/DISCHARGE  AIID  RESIGNATION  PATTERNS 

To  discover  whether  minorities  and  women  resign,  are  disci- 
plined or  discharged  from  the  Authority  in  numbers  disproportionate 
to  their  overall  employment/  the  Sub-committee: 

analyzed  quantitatively  and  qualitatively  the  turnover 
rate  of  minorities  and  women. 

G.  UNION  AGREEMENTS 

Since  approximately  95%  of  the  workforce  is  represented  by 
Unions,  the  Sub-committee: 

•  reviewed  union  contracts  to  determine  their  impact  on 
the  Authority's  ability  to  recruit  and  promote  minor- 
ities and  women  according  to  the  goals  set  out  in  its 
affirmative  action  plan. 

H.  EXTERNAL  CONTRACTING 

The  Authority  spends  millions  of  dollars  for  construction 
projects,  for  purchasing  materials  and  supplies,  and  in  the 
contracting  of  professional  services;  with  this  in  mind,  the 
Sub-committee : 

o    reviewed  the  roles  of  Disadvantaged/Women ' s  Business 
Enterprises   (D/WBEs)   participation  in  construction, 
purchasing  and  personal  service  contracts  and  all 
other  consultant  categories;  and 

•  analyzed  barriers  impeding  full  D/V7BE  participation. 
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III.     DATA  SOURCES 

In  order  to  gather  information  about  the  impact  of  affirmative 
action  policies  and  procedures  at  the  MBTA,  the  Sub-committee: 

•  held  a  fact  finding  meeting  on  March  1 ,   1984,  to  provide 
the  public  with  a  forum  to  air  its  concerns  and  percep- 
tions ; 

•  conducted  interviews  with  current  employees  (minority 
and  majority)  who  are  affected  by  affirmative  action; 

•  conducted  interviews  with  staff  members  responsible 
for  implementing  the  procedures  associated  with  the 
areas  under  review; 

•  met  with  community  and  state  agency  representatives 
to  better  understand  the  mechanisms  already  in  place 
that  might  assist  the  Authority  in  meeting  its  goals 
and  objectives; 

•  circulated  questionaires  and  analyzed  responses  to 
better  understand  the  opinions  held  by  employees,  and 
the  problems  confronting  local  D/WBEs;  and 

•  reviewed  other  pertinent  reports  and  statistical  records. 

A.      FACT  FINDING  MEETING 

On  February  22,   1984,   150  letters  were  mailed  to  area  busi- 
nesses, community  agencies,  elected  officials   (municipal  and  state) 
and  local  interest  groups,  inviting  their  participation  in  an  open 
meeting  to  be  held  on  March  7,   1984  at  the  MBTA,   10  Park  Plaza, 
Boston.     The  purpose  of  the  meeting  was  to  solicit  the  public's 
concerns  and  suggestions  regarding  the  Authority's  record  of 
performance  in  the  areas  of  recruitment  and  employment,  promotions, 
training,  and  external  contracting.     The  Sub-committee  also 
encouraged  the  submission  of  written  comments  from  those  unable 
to  attend  the  meeting  through  a  second  letter  mailed  on  March  13, 
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1984  and  in  a  letter  published  in  a  local  Hispanic  newspaper. 
B.  INTERVIEWS 

Individual  meetings  were  conducted  with  a  cross  section  of 
Authority  employees  to  gather  information  concerning: 

•  career  history  at  the  Authority; 

•  problems  encountered  by  individual  employees  at  the 
Authority;  and 

•  concerns  about,  and  suggestions  for  improving  the 
Authority's  record  of  affirmative  action  in  recruit- 
ment and  employment,  training,  promotions,  and 
external  contracting. 

In  addition,  five  Authority  staff  who  are  responsible  primarily 
for  Authority  policies,  procedures  and/or  performance  in  the 
areas  under  review  were  requested  to  provide  written  reports. 
Upon  receipt  of  these  reports,   follow-up  meetings  were  arranged, 
where  necessary,   for  clarification  and  elaboration.     Lastly  to 
the  extent  possible,  individual  meetings  were  held  with  requesting 
employees . 

Interviews  also  were  conducted  with  community  and  state 
agency  representatives  to  explore  ways  for  the  Authority  to 
develop  working  relationships  with  existing  programs.  Specifically, 
how  might  the  Authority: 

•  work  with  area  training  centers  to  increase  the  skill 
development  and  educational  opportunities  at  the  "T"; 

•  increase  its  recruitment  from  existing  pools  of  trained 
personnel;  and 

•  increase  public  access  to  information  about  job  avail- 
abilities . 
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C.     EMPLOYEE  OPINION  SURVEY 

In  an  effort  to  solicit  the  opinions  and  attitudes  of  the 
workforce  of-  the  Authority,  a  questionaire  was  developed.  The 
survey  requested  that  employees  respond  to  questions  concerning: 

•  promotions/  transfers,  and  temporary  changes; 

•  factors  important  to  job  satisfaction; 

•  familiarity  with  the  complaint  procedure; 

•  favoritism,  discrimination,  and  cooperation;  and 

•  opportunities  for  training. 

Employees  also  had  an  opportunity  to  ask  and  answer  open  ended 
questions  of  particular  importance  to  them. 

Approximately  1500  employees  were  surveyed.     In  order  to 
make  the  sample  statistically  valid     40%  of  the  minority  males, 
40%  of  all  females,  and  10%  of  the  white  males  employed  at  the 
Authority  were  targeted  to  receive  survey  questionaires .  VJithin 
these  parameters,   and  in  an  attempt  to  make  the  sample  represen- 
tative of  the  total  population  of  MBTA  employees,  names  v/ere 
randomly  selected  from  the  Febuary  24,   1984  Personnel  and  EEO/AA 
computer  run  based  on: 

•  race/ethnic  background; 

•  work  area; 

•  date  of  hire; 

e     job  titles;  and 

•  EE04  categories. 
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D.  D/WBE  QUESTIONAIRE 

As  a  meams  of  including  external  contractors  in  the  review 
process/  a  short  questionaire  was  distributed  to  area  businesses 
relative  to  their  opportunity  to  provide  goods  and/or  professional 
services  to  the  Authority.     A  random  sample  of  consultants, 
suppliers,  and  service  providers  were  selected  from  the  1983-1984 
State  Office  for  Minority  Business  Assistance   (SOMB;^)    list  of 
certified  MBEs  and  VJBEs.     Forty-six  (46)   companies  were  chosen 
representing:     attorneys;  architects  and  engineers;   suppliers  of 
office  materials,  equipment,  and  furniture;  consultants;  general 
suppliers,  distributors,  and  manufacturers;  health  providers; 
landscape  design  architects;  pest  controllers;  providers  of 
petroleum  products;  and  security  service  providers. 

The  questionaire  solicited  comments  from  these  Massachusetts 
certified  MBEs  and  WBEs  on: 

•  potential  barriers  to  working  with  the  Authority; 

•  possible  programmatic  changes  that  might  be  instituted 
to  overcome  these  barriers;  and 

•  ways  the  Authority  might  develop  a  more  effective 
outreach  program. 

E.  OTHER  SOURCES 

To  provide  solid  background  information  and  points  of  refer- 
ence and  comparison  for  this  review,  a  number  of  reports  and 
statistical  records  from  previous  findings  were  read  and  analyzed. 

As  a  measurement  of  the  Authority's  progress  in  meeting  its 
affirmative  action  goals  and  to  identify  potential  problem  areas 
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that  warramted  further  investigation/  the  Sub-committee  studied: 


•  The  MBTA's  Equal  Opportunity  Plan  for  January  1,  1983 
to  January  1/   1988;  and 

•  A  request  for  information  made  by  the  National  Associ- 
ation for  the  Advancement  of  Colored  People   (NAACP)  and 
the  Authority's  response  to  that  request. 


In  an  attempt  to  present  a  review  that  accurately  reflects  work 
already  accomplished  and  avoids  needless  repitition,  the  Sub- 
committee read  the  following  reports  for  an  historical  perspective. 


•  Affirmative  Action  and  the  Massachusetts  Bay  Transportation 
Authority  --  a  report  of  the  Massachusetts  Advisory  Com- 
mittee to  the  U.S.  Commission  on  Civil  Rights  --  August  19.. 

o    A  Report  to  the  Governor  on  the  Massachusetts  Bay 

Transportation  Authority  —  prepared  by  the  Governor ' s 
Special  Task  Force  on  the  MBT;^  —  April  1980. 

•  Affirmative  Action  Program  for  Women  —  submitted  by 
James  D.  Corbin,  Director  of  EEO/AA  —  December  1978. 

•  Status  of  Affirmative  Action  at  the  Massachusetts  Bay 
Transportation  Authority  --  prepared  by  the  Executive 
Office  of  Transportation  and  Construction  —  December  198  3. 

In  addition,  the  Sub-committee's  information  gathering  included  a 
review  of  the  relevant  materials  pertaining  to  the  successful  im- 
plementation of  the  affirmative  action  plans  of: 


•    The  Metropolitan  Atlanta   (Georgia)   Rapid  Transit 
Authority   (MARTA) ;  and 

o    The  Boston  Edison  Company. 


Statistical  data  was  collected  and  compiled  to  document  the 
Authority's  record  in  workforce  utilization,  parity  of  salaries, 
rates  of  discharge/termination,  resolution  of  discrimination 
complaints,  and  contracting  with  D/WBEs.     In  particular,  statistics 
were  generated  from: 
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•  affirmative  action  fourth  quarter  reports  from  1978 
to  19  8  3  by  job  category; 

•  employment  figures  by  unit  within  each  directorate/ 
department; 

•  monthly  and  executive   (non-union)   personnel  computer 
run  of  February  24,   1984  and  assignment  criteria  to 

'  EE04  19  83; 

o    reports  and  summary  files  of  EEO  complaints  from  1977 
to  1983; 

•  a  report  on  current  union  contracts; 

•  a  report  on  employees  by  union  affiliation;  and 

•  summary  reports  of  D/WBE  participation  in  professional 
service,  construction,  and  purchasing  contracts  from 
1977  to  1983. 


From  these  sources,  the  Sub-committee  was  able  to  develop  a  full 
picture  of  the  impact  of  affirmative  action  policies  and  procedures 
at  the  MBTA. 
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IV.       THE  MASSACHUSETTS  BAY  TRANSPORTATION  AUTHORITY 


A.  BACKGROUND 

The  Massachusetts  Bay  Transportation  Authority  was  established 
by  the  state  legislature  in  1964.     It  provides  mass  transit 
service  to  the  7  8  cities  and  towns  which  make  up  the  MBTA 
district  as  well  as  extended  service  to  other  communities 
beyond.     From  1947  to  1964  transit  service  was  provided  by 
the  Metropolitan  Transit  Authority,  and  prior  to  19  47  by  a 
private  company  known  as  the  Boston  Elevated  Railway  Company. 

Two  boards  govern  and  monitor  the  finances  and  operations 
of  the  Authority.     A  seven-member  Board  of  Directors,  all  guber- 
natorial appointees,  sets  policy  for  the  operations  of  the 
Authority.     An  Advisory  Board,  consisting  of  the  Mayors  and 
Board  of  Selectmen  Chairmen   (or  their  designees)    from  the  78 
cities  and  towns  in  the  MBTA  district  reviews  and  authorizes 
the  Authority's  budget. 

In  December  1980,  the  legislature  reorganized  the  Authority 
with  the  passage  of  Massachusetts  General  Laws  Chapter  581.  In 
addition  to  strengthening  management  rights  and  increasing  the 
number  of  directors  from  five  to  seven,  Chapter  581  requires  that 
the  Secretary  of  Transportation  chair  the  Board  of  Directors, 
that  the  Board  appoint  the  General  Manager  of  the  Authority, 
and  that  the  appointment  be  approved  by  the  Advisory  Board. 

Fourteen  collective  bargaining  units  negotiate  agreements  for 
over  9  5%  of  the  employees.     For  the  most  part,  union  agreements 
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cover  a  single  job  category  for  EEO  purposes  with  separate  units 
for  supervisory  and  nonsupervisory  personnel.     However,  one 
union  agreement  may  cover  as  many  as  14  different  bargaining 
units.     For  example,  the  Building  and  Trades  Union  covers  job 
titles  such  as:     brick  layers  and  masons,  carpenters,  painters, 
roofers,  towermen,  etc. 

Funds  for  the  Authority's  operation  and  capital  projects 
are  derived  from  several  sources:     state  and  federal  governments, 
assessments  on  the  78  cities  and  towns  within  its  district, 
and  revenues  generated  by  passenger  fares,  advertising,  rentals, 
etc.     The  following  represents  the  1983  operating  budget  of 
the  Authority. 

CY  1983  Expenditures  $379,517,016 

Revenue  $108,344,972 

Passenger  $94,940,216 

Other  Income  $13,464,756 
Federal  Assistance  $  21,338,201 

State  Assistance  $  55,218,050 

Net  Cost  of  Service  Loss  $194,615,793 

During  19  83  the  Authority's  operating  budget  expenditures 
(for  operations  and  debt  service)   totalled  $379,517,016.  These 
expenditures  were  partially  covered  from  three  sources.  First, 
total  revenues  offset  expenditures  by  $108,344,972  or  28.54%. 
Second,  Federal  operating  assistance  provided  an  additional 
$21,338,201  or  5.62%  of  the  Authority's  expenditures.  Finally, 
State  Contract  Assistance  to  cover  specific  debt  service  and 
railroad  expenditures  totalled  $55,218,050  in  1983  and  covered 
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14.55  percent  of  total  Authority  expenditures. 

After  these  sources  of  income  and  assistance  are  considered, 
the  Authority's  deficit  for  1983  was  $194/615,793.     Of  this, 
cities  and  towns  within  the  Authority's  service  district  were 
assessed  $99,809,375  and  the  State  provided  the  remaining 
assistance. 

In  addition  to  providing  operating  funds,  the  Urban  Mass 
Transportation  Administration  (UMTA)   also  finances  approximately 
80%  of  the  Authority's  expansion  and  improvement  projects. 
The  Authority  ranks  third  in  the  nation  as  a  recipient  of  UMTA 
funds . ^ 

B.     THE  MBTA  AFFIRMATIVE  ACTION  PROGRAM 

In  1977  Governor  Dukakis  appointed  the  first  black  and 
the  first  female  to  serve  on  the  MBTA  Board  of  Directors,  in 
order  to  provide  a  special  focus  on  improving  the  fairness 
and  accessibility  of  the  Authority  to  women  and  minorities. 
The  first  formal  affirmative  action  plan,  focusing  on  internal 
employment,  contract  compliance  and  minority  contractor  programs 
was  adopted  by  the  Board  of  Directors  in  1977  with  the  support 
and  collaboration  of  the  Massachusetts  Commission  Against 
Discrimination  (MCAD) ,  the  Executive  Office  of  Transportation 
and  Construction  (EOTC) ,  the  State  Office  of  Affirmative  Action 
(SOAA) ,  and  the  Urban  Mass  Transportation  Administration   (UMTA) . 

^Budget  figures  were  provided  by  the  Assistant  Budget  nirector. 
4 

Information  was  provided  by  the  MBE  Liaison,  Staff  Assistant, 
Construction. 
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The  plan  also  addressed  memy  of  the  concerns  raised  in  a  complaint 
to  UMTA  filed  by  the  National  Association  for  the  Advancement 
of  Colored  People  (NAACP)  alleging  discriminatory  practices  at 
the  Authority.     Operational  long  past  its  designated  time,  the 
plan  remained  in  effect  to  the  end  of  1982,  while  UMTA,  SOAA, 
and  the  Authority  designed  a  replacement  plan.     The  new  plan, 
covering  January  1,  1983  to  January  1,  1988,  was  approved  by 
UMTA,  SOAA,  and  the  MBTA  Bocurd  of  Directors  in  19  82. 

As  of  this  writing,  the  current  plan  is  being  revised  to 
address  questions  which  have  been  raised  by  UMTA,  SOAA,  and 
EOTC  regarding  the  methods  used  in  establishing  minority  and 
female  goals  in  the  EE04  categories  and  to  incorporate  SOAA's 
new  guidelines  for  the  development  of  affirmative  action  plans. 
The  Authority's  revised  plan  will  now  include  new  goals  based 
on  the  Department  of  Labor  19  80  statistics;  and  any  language 
and/or  programs  required  by  Executive  Order  143  for  the  Handicapped, 
Executive  Order  235  for  Vietnam  Era  Veterans,  Executive  Order  213 
for  Employment  of  Public  Assistance  Recipients,  and  Executive 
Order  237  for  Minority  Businesses  establishing  10%  goals  for 
MBE ' s  on  all  construction  funds  and  5%  goals  on  all  purchasing 
and  personal  services  contracts. 

C.     WORKFORCE  PROFILE 

Employment  statistics  for  the  years  1978  -  1983  evidence 
an  annual  increase  in  the  number  of  minorities  and  females 
employed  at  the  Authority.     For  minorities,  there  has  been  an 
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overall  increase  of  7%   (11.2%  in  1978  to  18.2%  in  1983);  for 
females  the  overall  increase  is  slightly  lower  at  4.5%  (5.8% 
in  1978  to  10.3%  in  1983).     Primarily,  these  numerical  increases 
in  the  employment  of  minorities  and  females  can  be  attributed 
to  the  Authority's  lottery  system.     The  first  lottery,  adopted 
pursuant  to  a  1972  court  order,  had  merged  all  applicants  into 
a  single  pool,  and  did  not  result  in  significant  improvement  in 
minority  and  female  employment.     In  1977,  to  improve  the  situation, 
the  MBTA  adopted  the  segregated  lottery  system  to  fill  entry 
level  positions.     The  system  covered  all  positions  in  the  Service/ 
Maintenance  category  (e.g..  Collectors,  Bus  Operators,  and 
Laborers) ,  and  used  a  new-hire  ratio    of  40%  White  Males:  40% 
Minority  Males:  20%  Females.     Several  adjustments  have  been 
made  in  the  Lottery  system.     Today,  Bus  Operators  are  the  only 
employees  hired  through  the  Lottery  and  the  new-hire  ratio  has 
shifted  to  40%  White  Males:  40%  Females:   20%  Minority  Males, 
addressing  the  Authority's  attainment  of  its  goals  for  minority 
males  and  its  need  to  increase  the  number  of  female  employees  in 
this  job  category. 

Another  factor  contributing  to  the  increase  in  minorities 
and  females  employed  at  the  Authority  is  management's  ability 
to  hire  part-time  employees.     The  passage  of  Massachusetts  General 
Laws  Chapter  581  gave  management  the  right  to  hire  part-time 
employees  as  needed,  promote  on  merit,  and  assign  work  as 
management  deemed  appropriate.     Although  the  hiring  of  part- 
time  employees  has  been  used  primarily  as  a  cost-saving  device, 
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management  has  been  able  to  use  this  approach  to  improve  affirma- 
tive action  at  the  Authority.     Of  the  358  current  part-time 
employees,  54.7%  are  minorities  and  38.8%  are  women. 

While  progress  has  been  made  toward  achieving  the  Authority's 
overall  affirmative  action  goals,  meaningful  progress  has  been 
limited  to  Service/Maintenance  jobs  for  minorities  and  Service/ 
Maintenance  and  Protective  Service  jobs  for  females.     This  is 
illustrated  when  comparing  minorities  and  females  within  each 
job  category  against  their  total  numbers  in  the  workforce. 
Example:     of  the  1138  minority  employees,  26.1%  are  in  Service/ 
Maintenace;   7.2%  in  Professional;   5.9%  in  Skilled  Crafts;  and 
4.4%  in  Official/Administrator.     Of  the  664  female  employees, 
55.2%  are  in  the  Office/Clerical  category;  13.3%  in  Professional; 
10.8%  in  Service/Maintenance;  12.5%  in  Protective  Service;  6.7% 
in  Official/Administrator;  and  .5%  in  Skilled  Crafts. 

The  charts  in  the  WORKFORCE  PROFILE  AND  RECRUITMENT  section 
of  FINDINGS  AND  RECOMMENDATIONS  provide  a  detailed  description 
of  how  minorites  and  females  are  employed  within  the  Authority. 
It  should  be  noted,  however,  that  the  Authority  and  the  State 
Office  of  Affirmative  Action  are  in  the  process  of  establishing 
parity  percentages  to  reflect  the  availability  of  minorities 
and  females  based  on  the  1980  Census  figures  for  Boston  SMSA 
and  the  14  cities  and  towns  that  comprise  the  MBTA  service  area. 

Traditionally,  federal  and  state  agencies  have  dictated 
geographic  availability  percentages  for  each  EE04  category. 
Federal  regulations  require  the  establishm.ent  of  national 
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availability  percentages  in  the  Official/Administrator  and 
Professional  categories.     The  recruiting    area  for  identifying 
people  with  requisite  skills  encompasses  all  fifty-two  (52) 
states  and  the  Transportation  properties  therein.  Programs 
designed  to  support  recruitment  in  these  two  EE04  categories 
include  internships  for  existing  minority  and  female  employees, 
and  the  development  of  formal  relationships  with  colleges  and 
universities  across  the  country  with  high  percentages  of  minority 
and/or  female  students.     The  focus  of  these  efforts  will 
include  the  establishment  of  a  cooperative  education  program. 
Authority  participation  in  career  and  job  fairs,  and  collaboration 
with  faculty  on  curriculum  development. 

D.     EXTERNAL  AFFIRMATIVE  ACTION 

Historically  the  MBTA  has  been  in  the  vanguard  of  establishing 
procedures  to  ensure  the  employment  of  minority  construction 
workers  who  reside  in  areas  impacted  by  its  construction  projects. 
Construction  contracts  since  1975  have  contained  language 
requiring  not  only  the  employment  of  minorities  in  jobs, 
but  also  the  inclusion  of  minority  firms  as  sub-contractors  on 
construction  projects.     Beginning  in  1979,  hovrever,  the  EEO/AA 
Office's  marked  decrease  in  manpower  seriously  weakened  its 
monitoring  capability.     As  a  result,  there  is  presently  great 
concern  that  the  established  requirements  are  being  inadequately 
enforced . 
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V.     FINDINGS  AND  RECOMMENDATIONS 

The  MBTA's  Affirmative  Action  Plan  and  the  subsequent  progress 
towards  its  goals  have  been  formally  examined  at  least  four  times: 
by  UMTA  in  1979,  the  Governor's  Special  Task  Force  on  the  Mbta  in 
1980,  the  Massachusetts  Advisory  Committee  to  the  U.S.  Commission 
on  Civil  Rights  in  1981,  and  the  NAJ^CP  in  1983.     There  are  two 
recurring  themes  in  all  of  the  reports. 

•  underutilization  of  minorities  and  women  in  official/ 
administrator,  professional  and  skilled  crafts 
categories;  and 

•  the  need  for  the  Authority  to  increase  the  level  of 
D/WBE  participation  in  the  purchase  of  goods  and 
contracting  of  personal  services. 

This  report  departs  from  the  previous  studies  in  that  the 
Authority  initiated  it  and  allocated  the  internal  resources 
necessary  for  the  express  purpose  of  expanding  and  improving  its 
current  affirmative  action  efforts.     During  this  review,  the 
Sub-committee  identified  many  areas  where  systems  and  progammatic 
improvements  are  in  progress.     It  is  the  opinion  of  the  Sub- 
committee that  once  those  systems  and  programs  are  in  place  and 
the  recommendations  from  this  document  are  implemented,  the 
Authority  will  be  well  on  its  way  to  achieving  full  parity  for 
minorities  and  females  within  all  levels  of  its  workforce  as  v/ell 
as  in  all  aspects  of  its  business. 

The  Sub-committee  recognizes  and  applauds  the  worlc  already 
in  progress  to  improve  the  Authority's  Affirmative  ;^cti.on  Program.. 
As  detailed  in  this  report's  preface,  the  Directors  of  Fqual 
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Employment  Opportunity /Affirmative  Action  and  Personnel  have 
begun  to  implement  the  Authority's  Ten  Point  Affirmative 
Action  Program  approved  by  the  Bocurd  of  Directors  in  December. 
In  addition /  there  has  been  an  improvement  in  the  number  of 
minority  and  female  new  hires  that  reflect  the  programmatic 
efforts  of  an  enlarged  EEO/AA  Staff.     Of  particular  note  is 
the  addition  of  new  hires  in  the  Machinists   (Local  26  4)  and 
Building  Laborers   (Local  22)  Unions  since  April  6,  1984. 
For  the  Machinists^  an  increase  of  three  minority  males  and  one 
minority  female  reflects  an  expanded  recruitment  effort  whereby 
minorities  and  women  with  the  requisite  skills  were  specifically 
identified.     The  number  of  minorities  and  females  in  Local  22 
has  gone  from  zero  to  fourteen  (0  to  14)   and  zero  to  nine 
(0  to  9) /  respectively. 

The  Sub-committee  regards  this  study  as  the  first  phase 
in  a  continuing  process.     The  recommendations  contained  in  this 
report  are  intended  to  support  and  build  upon  the  work  in  progress, 
and  suggest  additional  positive  activities  to  institutionalize 
affirmative  action  at  the  Authority. 
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A.     WORKFORCE  PROFILE  AND  RECRUITMENT 

Four  sources  of  data  formed  the  basis  for  the  findings  and 
recoramendations  in  this  section.     First,  year-end  EE04  reports 
(1978-1983)   provided  data  to  identify  the  categorical  placement 
of  minorities  and  women  at  the  Authority;  and  those  job  categories 
where  either  minorities,  minority  sub-groups,  or  women  have  his- 
torically been  underutilized.     This  data  was  compared  with  the 
goals  of  the  current  Affirmative  Action  Plan  to  identify  groups 
or  job  categories  that  were  in  need  of  special  recruitment  efforts. 

Second,  the  Sub-committee  reviewed  workforce  utilization 
reports,  by  department  and  unit.     This  analysis  was  undertaken 
to  determine  whether  minorities  and  females  at  the  Authority  are 
employed  proportionately  within  all  departments  and  units. 

Third,  the  Sub-committee  reviewed  the  transcript  of  the  testi- 
mony provided  by  employees,   former  employees  and  community  repre- 
sentatives at  the  March  7,  Public  Meeting.     This  testimony  was 
analyzed  to  ascertain  how  the  Authority  might  refine  its  practices 
to  promote  minority  and  female  recruitment. 

Fourth,  the  monthly  EEO/AA  New  Hires  Reports  for  January  to 
December  1983,  and  January  to  March  1984  were  compared  to  the 
1983  year-end  reports/and  against  each  other.     The  comparisons 
allowed  the  Sub-committee  to  determine  if  new-hire  activity 
focused  on  areas  where  underutilization  exists. 

The  EE04  year-end  reports  showed  inconsistencies  between  the 
number  of  minorities  and  women  listed  in  the  Official/Adminis- 
trator and  Professional  categories  and  the  num.ber  of  minorities 
and  women  actually  employed  in  these  categories.     For  example, 
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in  the  Of f ical/Administrator  category,  a  discrepancy  was  identi- 
fied wherein  the  minority  percentages  could  be  reported  at  8.8% 
or  4.4%,  depending  upon  the  method  of  categorization.    The  Sub- 
committee learned  during  its  fact  finding  that  the  Personnel  and 
EEO/AA  Offices  were  in  the  process  of  reassigning  employees  to 
the  correct  EE04  job  categories  in  order  to  remove  these  discrep- 
ancies.    Therefore,  it  should  be  noted  that  the  percentages  cited 
in  the  charts  at  the  end  of  this  section  may  change  when  the 
correct  categorical  assignments  have  been  made. 


FINDINGS 


•  The  inconsistencies  in  the  assignment  of  employees 
to  job  categories  make  it  difficult  to  determine 
accurately  the  categorical  employment  status  of 
minorities  and  women  in  the  workforce,  set  appro- 
priate goals,  and  develop  strategies  for  the 
achievement  of  these  goals. 

•  The  current  Affirmative  Action  Plan  is  being  revised 
to  accurately  reflect  the  availability  of  m.inority 
and  female  populations  in  the  workforce  and  incor- 
porate the  new  State  parity  percentages.     The  revised 
goals  will  be  set  for  the  Authority,  each  department, 
and  individual  units  within  departments. 

•  The  employment  of  females  has  increased  in  the  Pro- 
tective Service,  Technical,  and  Service/Maintenance 
job  categories;  they  remain  underutilized,  however, 
in  every  job  category  except  Office/Clerical, 


•  The  Authority  has  reached  its  established  10%  goal 
for  minority  employment  in  the  Technical,  Para-profes- 
sional, Protective  Service  and  Service  Maintenance 
job  categories. 

o    Spanish-surnamed  Americans,  Asian  Americans,  and 
Native  Americans  as  ninority  sub-groupings  are 
severely  underutilized  in  every  job  category. 

•  Minority  males  and  all  females  are  severely  under- 
utilized in  the  Office/Administrator,  Professional, 
and  Skilled  Crafts  categories. 
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•  Minority  females  are  underutilized  in  every  job  cate- 
gory, including  Office/Clerical  where  females  as  a 
group  are  above  parity, 

•  Minority  females  are  incorporated  into  the  minority 
grouping  for  State  reporting,  and  the  female  grouping 
for  Federal  reporting.     Therefore,  minority  females 

as  a  group  are  neither  scrutinzed  nor  counted  individ- 
ually.    When  an  analysis  of  minority  females  as  a  unit 
is  conducted,  it  confirms  that  they  are  significantly 
underutilized . 

•  Economically  Disadvantaged  people  are  not  targeted  as 
a  grouping  for  employment. 

•  Fifteen  (15)  departmental  units  have  fewer  than  two 
minority  employees;   twenty-nine  (29)  departmental 
units  have  fewer  than  two  female  employees.  This 
limited  employment  of  minorities  and  women  in  some 
departments/units  places  them  at  a  disadvantage,  and 
often  in  an  adverse  environment. 

•  The  majority  of  the  minority  employees  at  the  Authority 
are  employed  in  the  Transportation  Directorate.  They 
are  not,  however,  represented  in  the  top  managerial 
positions   (Assistant  Station  Master,  Station  Master, 
Superintendent) . 

•  The  process  of  selecting  internal  and  external  candidates 
for  vacancies  has  been  carried  out  at  the  departmental 
level  without  the  benefit  of  formal  and  uniform  procedures 
or  affirmative  action  monitoring. 

•  Many  jobs  at  the  Authority  are  under  union  provisions 
that  may  impede  the  Authoritv's  ability  to  hire  quali- 
fied minorities  and  women  to  meet  its  affirmative  goals. 

•  The  placement  of  new  hires  within  EE04  categories  at 
the  Authority  between  January  and  March,  1984,  seems 
to  be  maintaining  the  status  quo. 

•  Qualified  walk-in  minority  candidates  are  often  over- 
looked or  turned  away,  and  their  applications  often 
become  irretrievable  once  filed  in  the  Authority's 
Employment  Office. 

9    The  application  form  used  by  the  Personnel  Office 
does  not  include  an  Equal  Employment  Opportunity 
statem.ent . 
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•  The  application  form  asks  several  inappropriate 
questions  and  omits  pertinent  ones  relative  to 
Executive  Order  14  3   (handicapped)   and  Executive 
Order  235  (Vietnam  Era  Veterems) .  Specifically, 
questions  are  asked  that  identify  sex,  mental  or 
physical  status. 

•  The  Authority  does  not  make  sufficient  use  of  the 
resources  or  referrals  from  community  agencies/pro- 
grams that  train  and  prepare  minorities,  women  and 
the  economically  disadvantaged  in  its  recruitment 
efforts. 

•  The  minority  communities  and  women's  groups  receive 
little  or  no  information  about  job  openings  at  the 
Authority.     Therefore,  except  for  the  Lottery, 
employment  within  the  "T"  is  seen  as  being  available 
only  to  those  with  connections. 
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RECOMMENDATIONS:     WORKFORCE  UTILIZATION  AND  RECRUITMENT 

The  timely  and  successful  achievement  of  these  recommendations 
cannot  be  attained  without  the  direct  involvement  and  imprint 
of  the  General  Manager.     Accordingly,  the  General  Manager  will 
determine  resource  allocation  and  coordination  as  necessary  to 
implement  the  following  recommendations: 

•  The  Personnel  Office  should,  within  30  days,  implement 
authority-wide,  a  uniform  personnel  selection  procedure. 

•  The  Personnel  Office  should,  within  30  days,  begin  to 
track  applicant  flow. 

•  The  Personnel  office  should,  within  30  days,  revise 
its  application  form  in  a  manner  consistent  with  these 
recommendations . 

•  The  Personnel  Office  should,  within  30  days,  complete 
an  intensive  study  of  the  procedures  used  by  the 
Employment  Office  in  accepting,  processing,  and 
referring  applications;  and  recommend  modifications 
to  the  General  Manager  for  approval. 

0    The  Personnel  Office  should,  within  30  days,  in 
consultation  with  the  EEO/AA  Office  begin  contact 
with  colleges,  universities,  and  technical  schools 
with  large  minority  and  female  student  bodies  to 
recruit  applicants  for  professional  and  technical 
positions . 

•  The  Personnel  Office  should,  within  30  days,  collect 
information  on  job  openings  Authority-wide  and  begin 
to  provide  listings  of  available  jobs  to  community 
agencies  on  a  regular  basis. 

•  The  Personnel  Office  should,  within  90  days,  to  the 
maximum  extent  feasible  and  consistent  with  union 
agreements,  design  and  implement  a  procedure  that 
makes  all  positions  accessible  to  open  competition 
from  applicants  outside  of  the  existing  Authority 
workforce. 

•  The  Personnel  Office  should,  within  30  days,  expand 
its  outreach  in  minority  communities   (with  an  emphasis 
on  the  Hispanic,  Asian,  and  Native  American  communities) 
through  contact  with  appropriate  media  and  community 
agencies  in  order  to  recruit  and  employ  members  of 
target  groups  in  numbers  consistent  with  their  repre- 
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sentation  in  the  general  population  served  by  the 
Authority.     In  addition,  the  Personnel  Office  should 
begin  to  identify  cmd  remove  any  employment  barriers 
confronted  by  these  groups. 

•  The  Personnel  Office  should,  within  30  days,  expand 
its  outreach  through  contacts  with  state  and  community 
agencies  and  programs  to  recruit  and  employ  individuals 
determined  to  be  economically  disadvantaged. 

•  The  Personnel  Office  should,  within  30  days,  begin 
to  identify  minorities  and  women  for  employment, 
promotion  and  transfer  into  those  units  and  critical 
positions  where  they  are  currently  underrepresented . 

•  The  EEO/AA  Office  should,  within  30  days,  monitor  the 
personnel  actions  of  those  units  with  few  or  no 
minority  or  female  employees. 

•  The  EEO/AA  Office  should,  within  30  days,  begin  to 
monitor  minority  female  employment  statistics 
separately . 

•  The  Personnel  and  EEO/AA  Offices  should,  within  90 
days,  investigate  and  develop  a  report  for  the  General 
Manager  relative  to  the  potential  for  amending  the 
hiring  ratio  used  in  the  Lottery  to  increase  the  numbers 
of  Spanish-surnamed  Americans,  Asian  Americans,  and  Native 
American  Indians  hired  in  the  Service/Maintenance 
category. 
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MINORITY    (M&F)  STATUS 
1978  -  1983 
PERCENTAGES 


1978  1979  1980  1981  1982  1983 


TOTAL 

11.2% 

12.6% 

13.7% 

13.6% 

16.1% 

18.2% 

BLACK 

10.4% 

11.6% 

12.8% 

12.7% 

14.9% 

16.8% 

SPANISH  SURNAME 

.4% 

.  5% 

.5% 

.5% 

.7% 

.  8% 

ASIAN 

.2% 

.3% 

.2% 

.2% 

.4% 

.4% 

INDIAN 

.1% 

.1% 

.1% 

.2% 

.1% 

.1% 

OTHER 

.1% 

.1% 

.0% 

.  0% 

1 

Source:     MBTA  EEO/AA  Office  Quarterly  Reports 
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COMPARISON  OF  MINORITIES  BY  EE04  CATEGORIES 

1978  -  1983* 
PERCENTAGES 


1978        1979        1980        1981        1982  1983 


OFF IC lAL/ADMIN I STRATOR 

1.8% 

1.1% 

6.9% 

7.3% 

5.9% 

8.8%** 

PROFESSIONAL 

8.4% 

8.2% 

6.9% 

5.9% 

6.6% 

7.2% 

TECHNICIAN 

14.1% 

15.  0% 

9.5% 

10.1% 

13.6% 

13.2% 

PROTECTIVE  SERVICE 

16.3% 

16.7% 

17.0% 

16.4% 

16.7% 

20.8% 

PARA  PROFESSIONAL 

0 

0 

22.6% 

21.2% 

17.5% 

17.6% 

SKILLED  CRAFT 

3.7% 

4.4% 

5.0% 

5.3% 

5.5% 

5.9% 

OFFICE  CLERICAL 

10.7% 

10.2% 

13.0% 

13.4% 

13.3% 

12.7% 

SERVICE  MAINTENANCE 

15.2% 

17.  3% 

19.3% 

19.3% 

23.1% 

26.1% 

*  MBTA  EEO/AA  December  Quarterly  Reports 

**  Includes  Board  members  and  professionals;   should  be  4.4% 
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COMPARISON  OF  FEMALES  BY  EE04  CATEGORIES 


1978  -  1983* 


PERCENTAGES 


1978         1979         1980         1981         1982  1983 


OFFICIAL/ ADMINISTRATOR 

1.8% 

0 

2.8% 

1.8% 

2.0% 

11.1%** 

PROFESSIONAL 

11.  5% 

11.2% 

12.3% 

11.2% 

11.6% 

13.3% 

TECHNICIAN 

2.8% 

18.9%*' 

1.0% 

.  9% 

2.6% 

3.4% 

PROTECTIVE  SERVICE 

0 

0 

0 

0 

3.3% 

12.5% 

PARA  PROFESSIONAL 

0 

0 

15.1% 

10.6% 

11.7% 

11.4% 

SKILLED  CRAFT 

0 

.1% 

.1% 

.1% 

.  3% 

.  5% 

OFFICE  CLERICAL 

49.1% 

49.1% 

53.7% 

55.2% 

56.  8% 

55.21 

SERVICE  MAINTENANCE 

2.9% 

4.0% 

5.4% 

4.7% 

8  .0% 

10.8% 

*  MBTA  EEO/AA  December  Quarterly  Reports 
**  Error  in  1979  Report 


***  Includes  3  Board  members  and  omits  a  Special  Assistant  to  the  General 
Manager 
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YEAR:  1978* 


Number 

Percentage 

TOTAL  EMPLOYEE^ 

6  ,556 

100  .0 

TOTAL  MINORITIES 

735 

11.2 

TOTAL  FEMALES 

381 

5.8 

EE04 

TOTAL 

MINORITIES 
«  % 

FEMALES 
#  % 

OFF  IC I AL/ADM  IN  I STRATOR 

10  8 

2 

1.8 

2 

1.8 

PROFESSIONAL 

486 

41 

8.4 

56 

11.5 

TECHNICIAN 

249 

35 

14  .1 

7 

2.8 

PROTECTIVE  SERVICE 

49 

8 

16  .3 

0 

0 

PARA-PROFESS lONAL 

5 

0 

0 

0 

0 

SKILLED  CRAFT 

1,668 

61 

3.7 

0 

0 

OFF ICE/ CLERICAL 

430 

46 

10  .7 

211 

49  .1 

SERVICE/MAINTENANCE 

3,  561 

542 

15.2 

105 

2.9 

MINORITIES  IN  WORKFORCE 
#  % 

TOTAL 

735 

11.2 

BLACK 

683 

10  .4 

SPANISH  SURNAME 

27 

.4 

ASIAN 

13 

.2 

INDIAN 

6 

.1 

OTHER 

4 

.1 

*  Source:     MBTA  EEO/AA  Office  Quarterly  Repor-t,  December  197  8 
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YEAR:  1979* 


Number 

Percentage 

TOTAL  EMPLOYEES 

6,592 

100.0 

TOTAL  MINORITIES 

830 

12.6 

TOTAL  FEMALES 

489 

7.4 

SKILLED  CRAFT 
OFFICE/ CLERICAL 
SERVICE/MAINTENANCE 


MINORITIES  IN  WORKFORCE 
#  % 

TOTAL 

830 

12  .6 

BLACK 

768 

11 .  6 

SPANISH  SURNAME 

31 

.  5 

ASIAN 

19 

.3 

INDIAN 

8 

.1 

OTHER 

4 

.1 

*  Source:  MBTA  EEO/AA  Office  Quarterly  Report,  December 
**  Error  in  report 

-32- 


I 
I 

1 


YEAR: 


1980* 


Number 

Percentage 

TOTAL  EMPLOYEES 

6,708 

100  .0 

TOTAL  MINORITIES 

923 

13.7 

TOTAL  FEMALES 

492 

7.3 

EE04 

TOTAL 

MINORITIES 
#  % 

FEMALES 
#  % 

OFFICIAL/ ADMINISTRATOR 

72 

5 

6.9 

2 

2.8 

PROFESSIONAL 

619 

43 

6.9 

76 

12.3 

TECHNICIAN 

220 

21 

9.5 

2 

1.0 

PROTECTIVE  SERVICE 

53 

9 

17.0 

0 

0 

PARA-PROFESS lONAL 

106 

24 

22.6 

16 

15.1 

SKILLED  CRAFT 

1,  721 

86 

5.0 

2 

.1 

OFFICE/CLERICAL 

378 

49 

13.0 

203 

53.7 

SERVICE/MAINTENANCE 

3,  539 

685 

19  .  3 

191 

5.4 

MINORITIES  IN  WORKFORCE 
#  % 

TOTAL 

923 

13.7 

BLACK 

859 

12  .8 

SPANISH  SURNAME 

34 

.5 

ASIAN 

18 

.2 

INDIAN 

9 

.  1 

OTHER 

3 

.0 

*  Source:     MBTA  EEO/AA  Office  Quarterly  Report,   December  1980 
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YEAR: 


1981* 


Number 

Percentage 

TOTAL  EMPLOYEES 

5,937 

100.0 

TOTAL  MINORITIES 

806 

13.6 

TOTAL  FEMALES 

410 

6.9 

EE04 

TOTAL 

MINORITIES 
#  % 

FEMALES 
#  % 

OFFICIAL/ADMINISTRATOR 

55 

4 

7.3 

1 

1.8 

PROFESSIONAL 

528 

31 

5.9 

59 

11.2 

TECHNICIAN 

217 

22 

10.1 

2 

.9 

PROTECTIVE  SERVICE 

55 

9 

16.4 

0 

0 

PARA-PROFESSIONAL 

104 

22 

21.2 

11 

10.6 

SKILLED  CRAFT 

1,  594 

84 

5.3 

2 

.  1 

OFFICE/CLERICAL 

344 

46 

13  .4 

190 

55.2 

SERVICE/MAINTENANCE 

3,040 

588 

19.3 

143 

4  .  7 

MINORITIES  IN  WORKFORCE 
#  % 

TOTAL 

806 

13.6 

BLACK 

752 

12  .7 

SPANISH  SURNAME 

28 

.  5 

ASIAN 

15 

.2 

INDIAN 

9 

.2 

OTHER 

2 

.0 

*  Source:     MBTA  EEO/AA  Office  Quarterly  Report,   December  1981 
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YEAR:  1982* 


Number 

Percentage 

TOTAL  EMPLOYEES 

6,125 

100.0 

TOTAL  MINORITIES 

987 

16  .1 

TOTAL  FEMALES 

531 

8.7 

EE04 

TOTAL 

MINORITIES 
#  % 

FEMALES 
#  % 

OFF IC I AL/ ADM IN I STRATOR 

51 

3 

5.9 

1 

2.0 

PROFESSIONAL 

498 

33 

6.6 

58 

11  .6 

TECHNICIAN 

235 

32 

13.6 

6 

2.6 

PROTECTIVE  SERVICE 

60 

10 

16  .7 

2 

3.3 

PARA-PROFESSIONAL 

120 

21 

17.5 

14 

11  .7 

SKILLED  CRAFT 

1,  552 

85 

5.5 

4 

.3 

OFFICE/CLERICAL 

322 

43 

13.3 

183 

56.8 

SERVICE/MAINTENANCE 

3,287 

759 

23.1 

263 

8.0 

MINORITIES  IN  WORKFORCE 
#  % 

TOTAL 

987 

16  .  1 

BLACK 

913 

14  .9 

SPANISH  SURNAME 

43 

.7 

ASIAN 

23 

.4 

INDIAN 

8 

.1 

OTHER 

0 

.0 

*  Source:     META  EEO/AA  Office  Quarterly  Report,   December  19  82 
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YEAR: 


1983* 


Number 

Percentage 

TOTAL  EMPLOYEES 

6  ,241 

100.0 

TOTAL  MINORITIES 

1, 138 

18.2 

TOTAL  FEMALES 

664 

10.6 

EE04 

TOTAL 

MINORITIES 
#  % 

FEMALES 
#  % 

OFFICIAL/ ADMINISTRATOR 

45 

4 

8.8** 

5 

11.1*^ 

PROFESSIONAL 

513 

37 

7.2 

68 

13.3 

TECHNICIAN 

265 

35 

13.2 

9 

3.4 

PROTECTIVE  SERVICE 

96 

20 

20.8 

12 

12.5 

PARA-PROFESS lONAL 

131 

23 

17  .6 

15 

11  .4 

SKILLED  CRAFT 

1,454 

86 

5.9 

7 

.  5 

OFFICE/CLERICAL 

322 

41 

12.7 

178 

55.2 

SERVICE/MAINTENANCE 

3,  415 

892 

26  .  1 

370 

10  .  B 

MINORITIES   IN  WORKFORCE 
#  % 

TOTAL 

1,138 

18  .  2 

BLACK 

1,  051 

16  .  8 

SPANISH  SURNAME 

52 

.  8 

ASIAN 

27 

.4 

INDIAN 

8 

.  1 

OTHER 

0 

.0 

*  Source:     MBTA  EEO/AA  Office  Quarterly  Report,   December  1983 
**  Includes  Board  members  and  professional;   should  be  4.4% 
***  Includes  3  Board  members;    should  be  6.7%,   omits  Special  Assistant 
to  General  Manager 
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B.     PROMOTION  POLICIES 

The  findings  and  recommendations  in  this  section  are  based 
upon  interviews  conducted  with  managers  and  staff  throughout 
the  Authority;   testimony  presented  by  former  employees  and 
community  agencies  represented  at  the  Public  Meeting;   and  from 
responses  made  to  the  Employee  Opinion  Survey.     The  Sub-committee 
also  requested,  but  was  unable  to  obtain,  personnel  promotion 
activity  reports  for  the  years  1977  to  1983. 


FINDINGS 

•  Statistics  on  promotions  do  not  include  inform.a- 
tion  on  employee  race  or  sex. 

•  Employees  surveyed  at  the  Authority  generally 
believe  that  promotions  are  based  on  favoritism, 
"who  you  know",  etc.,  rather  than  on  merit  or 
qualifications . 

•  Temporary  changes    (TCs)    are  frequently  used  at 
the  Authority  to  assign  employees  to  positions  of 
increased  responsibility  for  a  period  of  time 
lasting  beyond  that  for  which  the  procedure  is 
intended . 

•  The  Authority's  practice  of  placing  some  employees 
on  temporary  changes   (TCs)    to  fill  vacant  positions 
for  extended  periods  of  time  limits  the  extent 

to  which  the  remainder  of  the  workforce  is  able 

to  bid  on  those  positions.    If  the  employee 

who  receives  a  TC  is  eventually  awarded  the  job,  he  or 

she  has  been  selected  from  an  applicant  pool  of  one 

rather  than  from  Authority-wide  competition.  This 

practice  circumvents  the  bidding  process. 

•  There  is  an  informal  process  of  promotion  practiced 
at  the  Authority  that  asks  employees  to  unofficially 
assume  additional  duties  with  promises  of  compensa- 
tion and  promotion  in  the  near  future. 
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•  The  results  of  the  survey  provided  the  following 
information  on    temporary  changes. 

Approximately  23.4%  of  all  promotions 
were  the  result  of  temporary  changes. 

Of  the  6  4  employees  v;ho  reported  receiving 
a  promotion  as  a  result  of  a  temporary 
change,   59%  were  white  males,   23%  were 
minority  males,  14%  were  majority  females, 
and  4%  were  minority  females. 

While  minority  females  were  the  least 
likely  to  receive  a  temporary  change,  when 
they  did,  they  were  awarded  the  permanent 
promotion  followed  by  majority  females, 
majority  males,  and  minority  males. 

•  There  is  often  no  follow-up  with  candidates  after 
the  final  selection  is  made  and  the  vacancy  filled. 
Unsuccessful  applicants  are  neither  notified  of  their 
status  or  given  explanation  as  to  why  they  were  not 
chosen . 

•  Job  vacancies  are  not  posted  with  any  regularity. 
This  prevents  interested  employees  from  bidding  for 
the  positions. 

Example:     A  qualified  minority  male  was 
interested  in  a  vacant  supervisory  position. 
A  notification  of  position  availability 
was  never  posted;   the  minority  male  could 
not  apply;   and  the  position  was  subsequently 
filled  by  a  white  male  from  outside  the 
Authority. 

•  Virtually  all  employees  see  the  absence  of  a  formal, 
strictly  enforced  bid  process  as  discriminatory  and 
detrimental  to  everyone. 

•  The  qualifications  listed  as  requirements  for  promotion 
are  not  always  consistent,  nor  are  they  always  appropriate. 

Example:     One  woman  in  a  large  directorate  was 
called  upon  to  perform  some  of  the  duties  assigned 
to  a  position  that  was  at  a  higher  level  and 
vacant.     At  first  this  meant  performing  the 
tasks  in  addition  to  her  regular  duties.  Over 
time,  however,  as  she  assumed  all  the  duties 
assigned  to  the  vacant  position,  many  of  her 
regular  duties  were  assigned  to  other  staff. 
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When  the  position  was  posted,  she 
bid  for  the  job.     One  of  the  qualifications 
listed  for  the  job  was  an  engineering  degree. 
Because  the  woman  was  not  an  engineer,  she  was 
denied  the  promotion  to  the  job  she  had 
performed  competently  for  several  months. 

Of  the  group  responding  to  the  questions  regarding 
promotions / 

White  males  received  the  largest  percentage 
of  promotions   (53.1%),  followed  by  white 
females   (22.2%),  minority  males   (17.7%)  and 
minority  females  (8.9%). 

Minority  women  reported  the  largest  rate  of 
denied  promotions,  followed  by  majority  women, 
minority  men,  and  majority  men  for  all  job 
categories . 


RECOMMENDATIONS;     PROMOTION  POLICIES 


The  timely  and  successful  achievement  of  these  recommendations 
cannot  be  attained  without  the  direct  involvement  and  imprint  of 
the  General  Manager.     Accordingly,  the  General  Manager  will 
determine  resource  allocation  and  coordination  as  necessary 
to  implement  the  following  recommendations: 


•  The  Personnel  Office  should,  within  30  days,  establish 
and  make  known  throughout  the  Authority  a  system  of 
listing  all  current  job  vacancies.     Applications  and/or 
resumes  shall  be  accepted  only  for  positions  listed. 

•  The  Personnel  Office  in  consultation  with  the  EEO/AA 
Office  should,  within  30  days,  begin  tracking  by  race 
and  sex  all  Authority  activities  relative  to  promotions, 
temporary  changes  and  transfers.     The  tracking  system 
should  be  viewed  as  interim  and  convertible  to  the 
anticipated  PMIS  implementation. 

•  The  Personnel  Office  should  continue  to  strictly 
enforce  the  Temporary  Change  policy  which  specifies 
that  a  TC  extending  beyond  10  days  must  have  the 
approval  of  the  Personnel  Director.     The  policy 
statem.ent  shall  be  included  in  the  revised  Personnel 
Policies  and  Procedures  Manual. 

•  The  Personnel  Office  in  consultation  with  the  Labor 
Relations  Office  should,  within  120  days,  develop  and 
implement  a  system  approved  by  the  General  Manager 
analyzing  all  of  the  criteria  used  in  the  selection 
of  candidates  for  promotion  and  the  degree  to  v/hich 
affirmative  action  is  impeded  by  such  criteria.  The 
analysis  should  include,  but  not  be  limited  to:  the 
extent  to  which  affirmative  action  in  promotions  is 
impeded  by  union  agreements  that  limit  applicants  to 
seniority  and  union  affiliation  provisions;   and  the 
number  of  positions  that  are  not  subject  to  such 
limitations  and  the  extent  to  which  the  Authority 
can  attain  its  affirmative  action  goals  by  targeting 
its  efforts  toward  pos:tions  which  are  realistically 
accessible  without  changing  seniority  patterns. 
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•  Department  Heads  should,  following  the  completion 
of  the  analysis  of  positions  and  union  agreements, 
establish  minority  and  female  promotion  goals  for 
all  appropriate  positions  in  consultation  with  their 
EEO/AA  Liaisons. 

•  The  Personnel  Office  should,  within  30  days,  include 
an  affirmative  action  performance  component  to  the 
overall  performance  evaluation  for  supervisors  and 
managers.     Affirmative  action  should  be  evaluated  and 
weighted  in  the  same  manner  as  other  productivity 
indicators. 

•  The  Personnel  and  Labor  Relations  Offices  should  develop 
approaches  to  working  with  various  unions  toward 
expanding  the  current  performance  evaluation  procedure 
to  include  union  employees  for  the  purpose  of  providing 
permanent  employee  records  that  can  be  reviewed  for 
career  development,  promotion  and  transfer  decisions, 
and  to  provide  every  employee  with  a  sense  of  where 
they  are,  where  they  can  go  in  the  organization,  and 
what  they  need  to  do  to  get  there. 

o     The  Personnel  and  EEO/AA  Offices  should,  within  60 
days,  develop     and  have  ready  for  PMIS  implementation 
a  process  and  system  to  collect,  store  and  retrieve 
information  on  individual  employee  career  development 
to  increase  the  Authority's  ability  to  track  and  identify 
employees,  particularly  minorities  and  women,  with  the 
capabilities  to  assume  higher  level  positions. 

•  The  Director  of  MIS  should  expedite  implementation  of 
those  systems  requested  by  the  Personnel  and  EEO/AA 
Offices  that  allow  them  to  meet  their  responsibilities 
of  data  collection,  organization  and  retrieval  as 
required  by  these  recommendations. 


In  addition: 


•    The  General  Manager  should  ensure  that  a  fair  and  equitable 
promotion  procedure  is  established  at  the  Authority  that 
will  be  to  the  benefit  of  all  employees. 
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C.     EDUCATION  AND  TRAINING 

Data  was  generated  from  three  sources.     First,  the  Personnel 
Office  submitted  a  packet  of  information  outlining:     the  types 
and  status  of  past  training  programs  sponsored  by  the  "t";  emplovee 
participation  statistics,  and  the  funding  level  for  education 
assistance  for  1982  and  1983;  and  recommendations  for  future 
training  programs  at  the  "T" . 

Second,  qualitative  and  descriptive  information  was  gathered 
from  interviews.     From  employees,  the  Sub-committee  learned  what 
"T"  sponsored  training  had  been  valuable;  what  aspects  of  training 
could  be  improved;   and  where  additional  resources  exist    that  the 
Authority  might  use  to  encourage  further  employee  development. 
The  Sub-committee  also  explored  the  possibility  of  collaborating 
with  outside  agencies  to  develop  programs  to  assist  in  the 
upgrading  of  "T"  em.ployees'  skills. 

Third,  through  the  Employee  Opinion  Survey,  the  Sub-conmittee 
was  able  to  substantiate  the  information  gathered  in  the  interviews 
Specifically,  the  survey  served  to  quantify  the  anecdotal  data 
generated  in  the  meetings  with  individual  enployess. 


FINDINGS 


The  education  and  training  activiites  sponsored  by  the 
Authority  are  insufficient  to:     meet  the  personal  and 
professional  needs  of  its  employees;   improve  the  skills 
of  the  Authority's  workforce;  and  serve  as  an  effective 
affirmative  action  tool. 

The  Directorates/Departments   within  the  Authority 
conduct  training  programs  with  varying  degrees  of 
regularity.     These  programs  predominantly  cover  on-the- 
job  training  for  employees  new  to  the  job  classification, 
or  in-service  seminars  covering  special  circumstances 
which  occur  within  the  scope  of  the  Directorate/Department 


-45- 


I 


k 


•  Data  reflecting  participation  in  training  programs 
was  gathered  only  for  those  programs  sponsored 

by  the  Personnel  Department,     Currently,  participa- 
tion is  reported  by  sex.     No  other  affirmative  action 
information  is  recorded.     For  the  seven  programs 
offered  in  1983,  311  males  and  58  females  participated. 

•  The  entire  budget  for  educational  assistance  for 
fiscal  year  1984   (July  1,  1983  -  June  30,  1984) 
was  expended  by  December  1983. 

•  In  write-in  responses  on  the  survey  and  in  interviews, 
employees  cited  training  and/or  educational  assistance 
as  a  very  important  factor  when  considering  job 
satisfaction. 

•  Employees  find  workplace  sponsored  training  programs 
to  be  important  for:     developing  and  using  employee 
skills  to  their  fullest  potential;  providing 
opportunities  for  advancement;  and  improving 
productivity,  individual  growth,  and  company  morale. 

•  A  request  for  additional  and  improved  training 
from  the  Starters  and  Inspectors  (Local  528)  during 
the  last  round  of  contract  negotiations  with  the 
Authority  resulted  in  the  development  of  a  comprehen- 
sive Starters  and  Inspectors  Training  Program.  The 
Union  and  the  Authority  worked  together  on  the 
development  of  the  program  which  has  been  opera- 
tional since  early  1983.     The  training  program 
receives  high  ratings  from  its  participants  and 

is  of  benefit  to  both  employees  and  the  Authority. 

•  Many  employees  have  participated  in  the  MBTA 
Management  Institute.     Those  questioned  on  its 
importance  to  their  job  performance  felt  the  most 
valuable  part  of  the  program  to  be  that  which 
introduced  people  to  the  different  Departments/ 
Directorates  within  the  "T" ,  and  explained  the 
interface  among  departments.     The  management 

issues  covered  in  the  institute  were  often  considered 
inapplicable  to  situations  at  the  Authority. 

•  Employees  felt  that  programs  should  be  offered  on  an 
on-going  basis,  updated  regularly,  and  include 

such  topics  as:  human  relations  training;  public 
speaking;  preparing  and  making  presentations;  and 
writing  for  effective  communication. 
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RECOMMENDATIONS;     EDUCATION  AND  TRAINING 

The  timely  and  successful  achieveFent  of  these  recornmendations 

cannot  be  attained  without  the  direct  involvement  and  imprint 

of  the  General  Manager.     Accordingly,  the  General  Manager  will 

determine  resource  allocation  and  coordination  as  necessary 
to  implement  the  following  recommendations: 


•  The  EEO/AA  Office  should,  within  30  days,  establish 
goals  to  determine  the  minimum  level  of  minority  and 
female  participation  in  all  of  the  Authority's  training 
programs.     The  EEO/AA  Office  should  monitor  and 
strictly  enforce  the  compliance  of  the  established 
goals . 

•  The  EEO/AA  and  Personnel  Offices  in  conjunction 
with  appropriate  departments  should,  within  90  days, 
conduct  an  Authority-wide  survey  of  employees'  Authority- 
related  training  needs. 

•  The  Personnel  Office  in  conjunction  with  appropriate 
departments  should,  based  upon  the  results  of  the 
training  survey,  design  and  implement  a  comprehensive 
training  program  for  employees  that  addresses  their 
needs  and  the  needs  of  the  Authority  for  submission  to 
the  General  Manager  for  approval  and  action. 

•  The  Personnel  Office  should,  within  120  days,  explore 
various  education  and  training  options  with  a  special 
emphasis  on  those  programs  that  address  the  needs  of 
minority  and  female  employees.     Program  options  might 
include,  but  not  be  limited  to:     contracting  for  the 
development  of  training  modules  that  could  be  administered 
in-house  by  "T"  employees;  or  contracting  for  off-site 
training  programs  either  currently  in  existence  or 

those  able  to  meet  specific  Authority  needs  with  some 
curricular  modifications. 

•  The  Personnel  Office  should,   immediately,  implement 
its  Orientation  Program  for  all  new  hires. 

9     The  Personnel  Office  should,  within  30  days,  design 
and  begin  to  implement  a  system  that  provides  current 
employees  with  the  opportunity  to  participate  in 
orientation  sessions. 
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•    The  Personnel  Office  in  conjunction  with  each 

Directorate/Department  Head  should  investigate  and 
develop  a  formal,  Authority-wide  Internship  Progrcun 
for  employees.     The  intent  of  this  program  should  be 
to  expose  employees,  particularly  minorities  and  women, 
to  a  variety  of  jobs/levels  and  departments,  provide 
training,  and  prepare  employees  to  move  into  appropriate 
positions  at  the  managerial  and  professional  levels. 


In  addition: 


•    The  General  Manager  should  be  responsible  for  taking 
the  appropriate  action  to  support  the  training  and 
education  opportunities  developed. 
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D.  SALARIES 

Most  of  the  data  for  this  salary  review  was  generated  from 
the  February  24,  1984,  MBTA  Personnel  Computer  Run  from  Monthly 
and  Executive  Employees.     In  addition,  the  EEO/AA  Office's  draft 
of  its  plan  to  reassign  job  titles  into  the  correct  EE04  categories 
and  the  description  of  the  criteria  used  for  the  proposed 
reassignments  was  reviewed. 

FINDINGS 

•    Discrepancies  in  the  record  keeping  system  caused 
the  data  to  be  less  than  useful  when  an  attempt 
was  made  to  analyze  and  compare  employees '  current 
salaries  with  (their)   job  titles,  classifications 
and  assigned  responsibilities. 
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RECOMMENDATIONS;  SALARIES 


The  timely  and  successful  achievement  of  these  recommmendations 
cannot  be  attained  without  the  direct  involvement  and  imprint 
of  the  General  Manager.     Accordingly,  the  General  Manager  will 
determine  resource  allocation  and  coordination  as  necessary  to 
implement  the  following  recommendations: 


•    The  Personnel  Office  should,  within  6  0  days,  recommend 
a  consulting  firm  to  the  General  Manager  to  conduct 
an  Authority-wide  position  and  wage  classification 
study . 


•    The  Director  of  MIS  in  consultation  with  the  Personnel 
Office  should  design  a  record  keeping  system  that  is 
periodically  updated  to  provide  an  accurate  and 
retrievable  record  of  job  titles  and  salaries. 


In  addition: 


•  The  General  Manager  should  designate  sufficient  funds 
to  conduct  the  position  and  wage  classification  study. 

•  The  General  Manager  should  design  an  implementation 
strategy  as  appropriate  upon  completion  and  acceptance 
of  the  wage  and  classification  study. 
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E.     EEO/AA  COMPLAINT  PROCEDURES 


In  an  effort  to  discover  if  there  are  patterns  to  the 
EEO/AA  complaints  filed  against  the  Authority/  information  was 
gathered  from  three  sources.     First,  a  review  was  conducted 
of  the  status  reports  compiled  by  the  EEO/AA  Office  on  all 
discrimination  complaints  filed  from  July  1978  through 
September  1983.     Next,  an  analysis  of  the  actual  individual 
files  was  undertaken  in  an  effort  to  generate  qualitative/ 
descriptive  data  on  the  types  of  cases  being  processed  and 
the  problem  areas  being  addressed.     Thirdly,  the  series  of 
questions  relating  to  the  EEO/AA  complaint  procedure  on  the 
Employee  Opinion  Survey  were  reviewed. 


FINDINGS 


•  Only  3  5%  of  the  employees  responding  to  the  survey 
were  familiar  with  the  EEO/AA  complaint  procedure. 

•  The  system  for  informing  all  employees  at  all 
levels  of  their  rights  and  responsibilities 

in  the  EEO/AA  complaint  procedure  is  inadequate. 

•  There  have  been  inconsistencies  in  the  compilation 
of  data  and  methods  of  reporting  due  to  the  changes 
and  marked  reduction  in  EEO/AA  staffing  over  the 
past  few  years.     Example:     status  reports  were 
incomplete  in  that  the  terms  of  resolution  were 
not  included.     This  limits  the  Authority's  ability 
to  identify  specific  problem  areas  and  implement 
appropriate  preventive  measures. 

•  The  majority  of  EEO/AA  complaints  are  filed  with 
EEOC  and/or  MCAD.     From  197  8  through  1983,  46 
complaints  were  filed  with  EEOC,   35  with  MCAD, 

17  with  the  MBTA,  and  9  with  UMTA,  the  Department 
of  Transportation  or  in  Federal  Court.  Primarily, 
the  complaints  alleged  that  the  Authority  failed 


Statistics  for  1977  were  not  available. 
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to  hire  and  promote,  fostered  disparate  working 
conditions,  and  discharged  people  because  of  their 
race  and/or  sex. 

•  The  number  of  complaints  that  have  been  resolved 
in-house  have  increased  since  the  EEO/AA  Director 
was  appointed  and  two  Compliance  Officers  hired. 

•  The  procedure  for  filing  an  EEO/AA  complaint  is 
often  difficult  and  time  consuming.     The  length 
of  time  that  it  takes  for  a  complaint  to  be 
resolved  is  listed  by  employees  as  one  of  the 
reasons  for  deciding  not  to  file. 

•  Other  reasons  given  by  employees  for  not  filing 
a  complaint  even  though  they  believed  they  had 
legal  cause  were  fear  of  recrimination/retaliation, 
and  failure  to  receive  support  from  the  EEO/AA 
staff  in  the  past. 
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RECOMMENDATIONS:     EEO/AA  COMPLAINT  PROCEDURES 

The  timely  and  successful  achievement  of  these  recommendations 
cannot  be  attained  without  the  direct  involvement  and  imprint  of 
the  General  Manager.     Accordingly,  the  General  Manager  will 
determine  resource  allocations  and  coordination  as  necessary  to 
implement  the  following  recommendations: 

•  The  EEO/AA  Office  should,  within  60  days,  prepare 
and  distribute  a  procedural  manual  to  all  employees 
that  includes  the  office's  functions,  how  to  file  a 
complaint,  who  to  contact  for  what,  and  the  procedures 
that  employees  must  follow. 

•  The  EEO/AA  Office  should,  within  30  days,  design  a 
record  keeping  system  that  is  periodically  updated 
to  provide  an  accurate,  complete  and  retrievable 
record  of  the  status  of  complaints  filed  against 
the  Authority. 


In  addition: 


•  The  General  Manager  should  meet  with  all  managers 
and  emphasize  that  their  responsiblity  as  managers 
mandates  that  their  treatment  of  all  subordinates 
be  fair,  equitable  and  consistent. 

•  The  General  Manager  should  identify  and  allocate 
sufficient  funds  so  as  to  restore  the  EEO/AA  Office 
to  a  level  consistent  with  its  investigatory  and 
compliance  monitoring  responsibilities. 
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F.     DISCIPLINE/DISCHARGE  AND  RESIGNATION  PATTERNS 

The  Sub-committee  reviewed  the  discipline/discharge  and 
resignation  patterns  of  minorities  and  women  at  the  Authority 
in  two  ways.     First/  data  on  disciplinary  actions  was  generated 
from  responses  to  the  Employee  Opinion  questionaire .  Second, 
information  on  rates  of  discharge  and  resignation  was  gathered 
from  an  analysis  of  reports  submitted  by  the  EEO/AA  and  Labor 
Relations  Offices. 


FINDINGS 


•  A  relatively  small  number  of  Authority  employees  are 
discharged  for  cause  on  an  annual  basis. 

•  Discharges  —  minority  males  have  been  consistently 
discharged  at  percentages  far  exceeding  their  repre- 
sentative numbers  in  the  Authority's  workforce.  This 
is  also  true  to  a  lesser  degree  for  female  employees. 

•  Resignations  —  females  have  consistently  resigned  at 
percentages  far  exceeding  their  representative  numbers 
in  the  Authority's  workforce.     For  minority  males,  a 
pattern  of  increasing  annual  resignations  seems  to  be 
emerging  (at  percentages  exceeding  their  representative 
numbers  in  the  workforce) . 

•  The  Labor  Relations  Office  is  currently  preparing  a 
handbook  and  training  module  for  supervisors  on 
progressive  discipline  and  its  proper  method  of 
issuance . 

•  Ninety-one   (91)   of  450  employees  surveyed  reported 
having  been  disciplined.     Of  the  employees  disciplined, 
61%  believed  they  have  been  treated  unfairly. 
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RECOMMENDATIONS;     DISCIPLINE/DISCHARGE  AND  RESIGNATION  PATTERNS 


The  timely  and  successful  achievement  of  these  recommendations 
cannot  be  attained  without  the  direct  involvement  and  imprint 
of  the  General  Manager.     Accordingly,  the  General  Manager  will 
determine  resource  allocation  and  coordination  as  necessary  to 
implement  the  following  recommendations: 

•  The  EEO/AA  Office  should,  within  30  days,  design 

and  implement  a  system  to  monitor  discipline,  discharge 
and  resignation  rates.     This  information  should 
be  provided  in  a  monthly  status  report  to  the  General 
Manager  for  submission  to  the  Board  of  Directors. 

•  The  Personnel  Office  should,  within  60  days,  design 
and  implement  a  procedure  that  institutes  the  evalua- 
tion   of  new  employees  mid-point  in  their  six  month 
probationary  period.     The  evaluation  procedure  should 
include  a  training  component  for  managers  and  supervisors 
to  ensure  their  effective  and  equitable  administration 

of  the  process. 

•  The  Personnel  Office  should,  within  30  days,  design 
and  implement  an  exit  interview  procedure  relative  to 
resignations  and  discharges. 

•  The  Personnel  Office  in  consultation  with  the  EEO/AA 
Office  should,  within  60  days,  design  and  begin  to 
execute  an  Authority-wide  retention  study.  Upon 
completion,  the  report  along  with  its  recommendations 
should  be  submitted  to  the  General  Manager  for  the 
implementation  of  any  procedures  he  deems  necessary 
to  increase  employee  retention. 

•  The  Personnel  Office  in  consultation  with  Labor  Relations 
should,  within  30  days,  review  the  policies  and 
procedures  relating  to  discipline. 

•  The  Personnel  and  EEO/AA  Office  should,  within  30  days 
of  the  completed  review,  develop  and  recommend  to  the 
General  Manager  for  approval,  a  method  of  implementing 
the  training  module  developed  for  supervisors  by  the 
Labor  Relations  Office  on  the  fair  and  equitable 
application  of  discipline. 

In  addition: 

•  The  General  Manager  should  implement  procedures  as 
necessary  which  ensure  thar  disciplinary  practices  are  firm, 
uniform  and  equitable* 
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•    The  General  Manager  should  meet  with  all  managers 
to  emphasize  the  Authority's  commitment  to,  and  each 
mamagers •  responsibility  in  the  fair  and  equitable 
treatment  of  all  employees. 
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COMPARISON  OF  NUMBER  OF  MINORITY/FEMALE 
DISCHARGES  AND  RESIGNATIONS  WITH  TOTAL  WORKFORCE— 1981 >   1982,  1983 


TOTAL  WORKFORCE 


YEAR 


TOTAL 
EMPLOYEES 


WM 


MM 


MF 


ALL 
FEMALES 


1981 


5937 


4824 


81.2% 


703 


11.  8% 


103 


1.7% 


410 


6.9% 


1982 


6125 


4770 


77.  9% 


824 


13.4% 


163 


2.7% 


368 


6 .  0% 


1983 


6241 


4660 


74.7% 


917 


14.7% 


221 


3.5% 


664 


10.6% 


Source:     MBTA  Labor  Relations 


Chart  Fl 


DISCHARGES 


YEAR 

TOTAL 
DISCHARGES 

WM 

M 

M 

MF 

ALL 
FEMALES 

1981 

31 

11 

35.5% 

19 

61.  2% 

1 

9.2% 

1 

9.2% 

1982 

37 

13 

35.1% 

18 

48.6% 

4 

10.8% 

6 

16.2% 

1983 

48 

16 

33.0% 

24 

50.0% 

3 

6.2% 

8 

 1 

16.7% 

1  

Source:     MBTA  Labor  Relations  Chart  F2 


RESIGNATIONS 


YEAR 

TOTAL 
RESIGNATIONS 

WM 

MM 

MF 

ALL 
FEMALES 

1981 

113 

80 

70.8% 

12 

10.6% 

9 

8.0% 

21 

18  .  6% 

1982 

119 

79 

66.3% 

21 

17.  6% 

5 

4  .  2% 

19     1  16.0% 

i 

1983 

62 

42 

68.0% 

9 

14.5% 

5 

8.1% 

11     i  17.7% 

Source:     MBTA  EEO/AA  Office  Chart  F3 
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G.     UNION  AGREEMENTS 

There  are  currently  14  different  collective  bargaining 
agreements  covering  the  relationship  between  the  MBTA  and  over 
95%  of  its  employees.     As  the  following  chart  indicates,  the 
14  agreements  apply  to  27  bargaining  units  and  set  out  specific 
terms  for  supervisory  and  non-supervisory  job  titles.  The 
agreements  were  reviewed  to  identify  terms  relevant  to  the 
Authority's  ability  to  successfully  provide  equal  employment 
opportunities  and  affirmative  action  for  minorities  and  women. 


FINDINGS 


•  The  typical  affirmative  action  language  contained  in 
the  current  union  agreements  provides  that  the  parties 
will  "...   abide  by  the  Authority's  Affirmative  Action 
and  Equal  Opportunity  Plans  to  the  extent  that  such 
plans  are  not  inconsistent  or  in  conflict  with  this 
Agreement"    (emphasis  supplied) .     This  limiting  language 
suggests        that  the  provisions  of  the  collective 
bargaining  agreement  are  intended  to  prevail  in  the 
conflict  between  such  terms  and  the  Authority's 
affirmative  action  plan. 

•  Seniority  provisions  contained  in  many  of  the  collective 
bargaining  agreements  determine  who  the  i^uthority  may 
promote,   lay-off,  or  recall;  other  provisions  stipulate 
union  membership  as  a  criteria  of  an  employee's  eligi- 
bility to  bid  for  job  vacancies.     On  their  face,  such 
provisions  limit  the  extent  to  which  affirmative  action 
considerations  can  be  incorporated  into  employment 
decisions . 

o  There  are  possible  conflicts  between  existing  terms 
concerning  maternity  and  parental  leave  and  federal 
anti-discrimination  laws. 

•  Sick  leave  provisions  generally  do  not  allow  sick 
leave  to  a  parent  who  remains  at  home  to  care  for 
a  sick  child.     Example:     The  sick  leave  language 

in  one  agreement  does  not  cover  the  situation  when  an 
employee  must' remain  at  home  to  care  for  his/her  sick  child. 

•  Many  of  the  agreements  are  written  as  though  the 
employees  covered  are  exclusively,  male . 
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RECOMMENDATIONS;     UNION  AGREEMENTS 

The  timely  and  successful  achievement  of  these  recommendations 
ccuinot  be  attained  without  the  direct  involvement  and  imprint  of 
the  General  Manager.     Accordingly,  the  General  Manager  will 
determine  resource  allocation  and  coordination  as  necessary  to 

implement  the  following  recommendations: 

•  The  Labor  Relations  and  Workers'  Compensation  Directorate 
should,  within  120  days,  present  a  report  to  the  Board  of 
Directors  detailing  the  results  of  an  indepth  analysis  of 
the  Authority's  union  agreements.     In  particular,  this 
analysis  should  exeunine  the  extent  to  which  affirmative 
action  in  hiring  and  promoting  is  impeded  by  contract 
language  that  limits  applicants  to  employees  who  meet  the 
seniority  and  union  affiliation  provisions.     The  analysis 
should  also  identify  the  positions  that  are  exempt  from 
contract    language  limitations  and  determine  if  it  is 
possible  for  the  Authority  to  attain  its  goals  by  targeting 
affirmative  action  efforts  for  the  exempt  positions. 

•  The  Labor  Relations  and  Workers'  Compensation  Directorate 
in  consultation  with  the  EEO/AA  Office  should,  within  30 
days,  review  all  union  contracts  to  identify  terms  that 
may  be  in  conflict  with  federal  anti-discrimination  laws 
covering  maternity  and  parental  leave  and  be  prepared  to 
take  the  necessary  steps  to  correct  any  discriminatory 
terms . 

•  The  Labor  Relations  and  VIorkers '  Compensation  Directorate 
in  consultation  with  the  EEO/AA  Office  should,  within  30 
days,  review  Authority  and  union  benefit  terms  to  ensure 
that  these  terms  are  compatible  with  the  needs  of  employees 
with  dependent  care  responsibilities. 

•  The  Labor  Relations  and  Workers '   Compensation  Directorate 
in  consultation  with  the  EEO/AA  Office  should  ensure  that 
in  future  labor  negoations  contract  language  includes 
females  as  well  as  males,  since  the  assumption  is  that 
females  are   (or  should  be)   included  in  every  job  class- 
ification covered  by  each  agreement. 

In  addition: 

•  The  General  Manager  should  recommend  to  the  Board  of 
Directors  a  plan  of  action   (based  on  the  results  of 
the  analysis  of  union  agreements)   to  be  taken  in  future 
union  contract  negotiations  to  ensure  that  affirmative 
action  is  accomplished  in  zhe  hiring,  promoting,  lay-off, 
and  recall  of  minorities  ar.d  women. 


MINORITY  AND  FEMALE  REPRESENTATION  IN  MBTA  UTTIONS 


UNION 


TOTAL 


MINORITY 
MALES 


MINORITY 
FEMALES 


ALL 
FEMALES 


Amalgamated,  Local  589 


71  na 


1  Qfl 


Office  Clerical,  Local  6 


191 


17,2^ 


Bricklayers  and  Masons /Local  3* 


Carpenters,  Local  51* 


Cement  Finighf^rg.  T.nnal  t^id* 


Electrical  Workers,  Local  103* 


205 


12 


5.8% 


B.T.  Hoist  Engineers,  Lrcal  4 


ALL 


84. .1^ 


Bridgemen,  Local  7 


25 


Building  Laborers,  liCcal  22 


30 


Painters,  Local  1138 


34 


Pipefitters,  Local  537 


18 


5.5% 


Roofers,  Local  33 


Sheet  Metal  Workers,  Local  17 


67 


6  .  0% 


Machinists,  Local  264 


422 


31 


7.3% 


7  ?. 


Electrical  Workers,  Local  104 


109 


4  .  6% 


Technical  Engineers,  Local  105 


224 


40 


17  .  8% 


1.3% 


Electrical  Workers,  Local  717 


45 


2.2% 


ilacksmiths.  Local  651 


10 


Civil  Service,  Local  74 


1  p.no.0 


Patrolmen's  Assn.,  Local  523 


104 


19  ,,ie.  3% 


1  .  Q' 


12 


MINORITY  AND  FEMALE  REPRESENTATION  IN  MBTA  UNIONS  (COSfTINUED) 
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H.     EXTERNMi  CONTRACTING 

in  order  to  better  manage  the  volume  of  data  that  was  collected 
concerning  external  contracting  at  the  Authority,  the  Sub-committee 
divided  it  into  three  sections.    First  to  gain  insight  into 
current  construction  activities,  information  was  utilized  from: 
the  March  1 ,  1984  Public  Meeting;  a  report  issued  by  the  Con- 
struction Directorate's  MBE  Staff  Liaison;  and  individual  inter- 
views.    Then  for  the  personal  service  contracting  and  purchasing 
(03) ,  the  Sub-committee  reviewed  reports  issued  by  the  EEO/AA 
MBE  coordinator  and  the  Manager  of  Capital  Improvement.  Analysis 
of  the  responses  to  a  questionnaire  distributed  to  a  random 
sample  of  area  businesses  provided  the  third  dimension.  Par- 
ticular attention  was  given  to  the  problems  confronting  D/WBEs 
in  their  dealings  with  the  Authority. 

FINDINGS  —  CONSTRUCTION 

•    The  Authority  has  an  excellent  D/WBE  participation 
program  that  has  often  been  replicated  nationally. 
The  major  components  of  the  program  are:     the  awarding 
of  prime  contracts  based  on  the  open  bid  process  which 
presumes  that  the  lowest  responsible  bidder  receives 
the  award;  and  the  requirement  that  the  bid  must  con- 
tain a  schedule  of  minority  and  women's  business  ^ 
participation  that  is  in  compliance  with  the  Authority  s 
stated  goals  for  the  project. 

»    The  D/WBE  program  for  construction  activities  has  two 
basic  goals:     10%  DBE ,   1%  ^-TBE  overall  goals  which  are 
Authority-wide  and  directly  impact  the  total  federal 
contribution  awarded  the  Authority  annually;  secondly, 
and  within  this  framework,  individual  project  goals 
are  established  by  the  Authority  offering  flexibility 
beyond  the  stated  established  ccmmitments . 

•    A  reduction  in  the  staffing  of  the  EEO/AA  Office  over 
the  last  five  years  has  been  detrimental  to  the  program 
in  that  responsibility  for  all  ronitoring  of  contract 
compliance  has  been  left  to  one  person. 


i 
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•  The  inadequate  staffing  in  the  EEO/AA  Office  has  led 
to  inconsistent  monitoring  of  the  Authority's  con- 
tracting regulations  and  requirements  regarding  the 
use  of  D/WBEs  on  construction  projects. 

•  Non-compliance  by  contractors  in  the  contruction 
workforce  utilization  area  is  a  persistent  problem. 
Requirements  dictate  30%  minority  man-hour  (per 
trade)      and  6.9%  woman-hour  (per  project). 

•  The  Authority  does  not  exercise  its  right  to  impose 
sanctions  on  contractors  who  are  out  of  compliance 
with  either  D/\^E  terms  or  minority  and  female 
workforce  requirements. 

•  Contracts  between  D/VTBEs  and  the  prime  contractors 
are  often  signed  prior  to  the  pre-qualif ication 
conferences  which  are  designed  to  establish  the 
D/WBEs  performance  capabilities. 

•  The  Authority  does  not  provide  supportive  services 
on  a  regular  basis  (i.e.,  technical  assistance, 
conferences,  bonding  programs)  to  aid  small  D/^'reE 
firms . 

•  The  Authority  does  not  provide  nor  participate  in 
any  apprenticeship  and  training  programs  for  minor- 
ities and  women  in  the  Construction  trades. 

•  Testimony  presented  by  minority  contractors  at  the 
Public  Meeting  described  the  current  certification 
process  as:     cumbersome,  lengthy,  inconsistent, 

and  lacking  both  the  technical  assistance  and  supper 
they  need. 


FINDINGS  —  PROFESSIONAL  SERVICES  CONTRACTING 


•    Professional  services  contracts  are  awarded  through 
a  selection  process  that  includes  public  announcement 
and  description  of  the  project,  a  request  for  letters 
of  interest  from  Architecture  and  Engineering  firms; 
and  the  designation  of  a  screening  committee  to: 

1)  Review  the  letters  of  interest  and  select 
three  A  &  E  firms  to  submit  proposals; 

2)  Assess  the  past  performance  of  the  selected 
firms; 

3)  Review  and  evaluate  the  proposals,  and; 

4)  Recommend  a  firm  to  the  Department  head. 
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Points  are  added  to  the  weighting  for  the  A  &  E  firm's 
use  of  M/WBE  sub-contracts. 

•  The  dolleu:  amount  of  contracts  awarded  to  MA®Es  has 
steadily  increased  from  $372,719.00  in  1978  to 
$1,460,914.00  in  1983.     The  percentage  of  the  total 
amount  awarded,  however,  has  decreased.     For  example, 
in  1980,  D/WBEs  received  24%  of  the  total  amount 
awarded  compared  to  5.8%  in  1983. 

•  The  percentage  of  contract  dollars  awarded  to  WBEs 
was  .3%  in  1982   (the  first  year  of  separate  report- 
ing)  and  1.2%  in  1983. 

•  In  1978,  six  people  monitored  the  personal  services 
and  purchasing,  and  construction  contracting  for 
Affirmative  Action.     Staff  steadily  decreased,  until 
only  one  person  remained  and  for  two  years  attempted 
to  oversee  the  monitoring  and  compliance  functions. 
As  of  March  1984,  additional  staff  has  been  added, 
further  increases  in  this  area  are  expected. 

•  The  D/WBEs  surveyed  cited  a  lack  of  knowledge  as  to 
how  to  become  involved  in  the  \Authority*s  professional 
services  contracting  process  and  how  to  receive  in- 
formation on  specific  projects.     D/WBEs  also  noted  the 
Authority's  lack  of  timely  payment  as  a  deterent  as 
they  could  ill  afford  to  "tie  up"  operating  capital 
for  extended  periods  of  time.     An  inability  to  secure 
bonding  was  presented  as  a  major  concern  of  smaller 
firms . 


FINDINGS  --  PURCHASING 


•  The  procedures  for  awarding  purchasing  contracts  are 
threefold:     1)   purchases  under  $1,000  may  be  placed 
in  the  most  economical  way  and  at  the  discretion  of 
the  buyer;   2)   for  purchases  over  $1,000,  telephone 
bids  or  formal  bids  are  solicited  and  the  contract 
is  awarded  to  the  lowest  responsible  bidder;   3)  all 
bids  over  $5,000  are  advertised  in  the  Dodge  Bulletin 
and/or  other  appropriate  publications  and  awarded  to 
the  lowest  responsive  bidder. 

•  The  monitoring  of  the  purchasing  procedure  has  been 
performed  by  a  staff  person  in  the  >'aterials  Depart- 
ment, in  addition  to  regular  duties,  for  some  time, 
due  to  a  vacancy  in  the  department.     The  department 
is  currently  in  the  process  of  filling  the  vacancy 
and  may  have  done  so  prior  to  the .release  of  this 
report. 


L 
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•  OBE  goals  are  established  at  5% ,  and  WBE  goals  at 

1%  of  contracts  awarded  for  the  purchase  of  supplies 
and  equipment. 

•  The  amount  of  money  awarded  to  MBEs  from  1978*  to 
1983  out  of  the  operating  and  capital  budgets  ranges 
from  1%  of  $24,800,000  in  1979  to  .4%  of  $28,200,000 
in  1982  and  .4%  of  $80,600,000**  in  1983.     For  DBEs 
the  percentages  are  2.7%  in  1979  and  .8%  in  1983. 

•  The  reason  for  the  low  M/WBE  participation  was  des- 
cribed in  a  report  submitted  to  the  Sub-committee. 

"The  primary  problem  faced  by  the  Authority  in  trying 
to  attain  its  goals  is  that  much  of  the  material  emd 
equipment  we  purchase  is  from  O.E.M.  compamies  (original 
equipment  manufacturers)   and  consists  of  replacement 
parts  and  components  for  rolling  stock  and  major  systems 
and  subsystems  of  the  Authority.     In  these  instances, 
it  is  usually  impossible  to  obtain  any  competition  due 
to  the  proprietary  rights,  considerations,  etc.  In 
most  cases,  there  are  very  few  companies  who  can  serve 
as  alternate  sources  to  O.E.M. 's." 


♦Statistics  for  1977  were  not  available. 

**Includes  purchase  of  seven  LRVs  and  two  Red  Line  Cars. 


RECOMMENDATIONS;     EXTERNAL  CONTRACTING 


The  timely  emd  successful  achievement  of  these  recommendation 
cannot  be  attained  without  the  direct  involvement  and  imprint 
of  the  General  Manager.     Accordingly,  the  General  Manager  will 
determine  resource  allocation  and  coordination  as  necessary  to 
implement  the  following  recommendations: 

•  The  EEO/AA  Office  should  be  responsible  for:  the 
monitoring  of  contractors*  compliance  with  D/WBE 
terms  and  minority  and  female  workforce  utilization 
requirements;  and  for  the  imposition  of  sanctions 
consistent  with  Board  of  Directors  policy. 

•  The  EEO/AA  Office  should,  within  30  days,  review  the 
Affirmative  Action  bond  progrcun  at  the  Massachusetts 
Port  Authority  and  other  transportation  agencies,  for 
the  purpose  of  determining  appropriate  procedures 
for  the  implementation  of  such  a  program,  including 
the  utilization  of  the  funds  to  be  held  by  the 
Authority.     The  EEO/AA  Office  should  provide  the 
General  Manager  with  a  written  plan  of  action  for 
submission  to  the  Board  of  Directors. 

•  The  EEO/AA  Office  should,  within  30  days,  complete 
an  analysis  of  the  availability  of  WBEs  in  those 
areas  utilized  by  the  Authority  in  its  external 
contracting  functions. 

•  The  EEO/AA  Office  should,  within  60  days,  implement 
an  expanded  D/WBE  outreach  program,  placing  special 
emphasis  on  WBEs,  to  increase  their  participation 
in  the  external  contracting  aspect  of  Authority 
business . 

•  The  EEO/AA  Office  in  consultation  with  other  transpor- 
tation agencies  should,  within  30  days,  explore  the 
feasibility  of  implementing  a  Secretariat-wide 
certification  process. 

•  The  EEO/AA  Office  should,  within  60  days,  submit 

a  report  to  the  General  Manager  detailing  the  findings 
of  the  certification  review. 

•  The  EEO/AA  Office  should,  within  60  days,  provide 
the  General  Manager  with  WBE  gcals'in  the  areas  of 
the  purchase  of  supplies  and  equipment^  and  personal 
services  contracting  for  submission  to  the  Board  of 
Directors. 


•    The  Purchasing  and  Contract  Administration  Departments 
in  cooperation  with  the  EEO/AA  Office  should,  within 
60  days,  estaUalish  D/WBE  goals  by  category  (e.g., 
supplies,  equipment,  architects,  engineers,  etc.). 


In  addition: 


•  The  General  Memager  should  designate  and  authorize 
the  expenditure  of  funds  necessary  to  secure 
adequate  staffing  of  the  EEO/AA  Office  to  ensure 
the  effective  monitoring  of  all  phases  of  contract 
compliance . 

•  The  General  Manager  should,  within  30  days,  recommend 
to  the  Board  of  Directors  a  policy  regarding  sanctions 
to  be  imposed  on  contractors  not  in  compliance 

with  D/WBE  terms  or  minority  cind  female  workforce 
utilization  requirements  at  any  point  in  their 
contract  period. 

•  The  General  Manager  should  be  responsible  for  the 
designation  of  funds  and  the  preparation  of  a  plan 
to  replicate  the  Authority's  successful  Southwest 
Corridor  Education  and  Training  Program.     Under  such 

a  plan,  economically  disadvantaged,  minority  and  female 
youth  from  construction  site  impact  areas  should  be 
recruited  into  paid  positions  that  will  provide 
employment  opportunities  in  architectural,  design 
and  engineering  firms  for  the  purpose  of  education 
and  training. 

•  The  General  Manager  should  authorize  the  development 
and  implementation  of  a  comprehensive  supportive 
services  program  for  D/WBEs.     The  intent  of  the 
program  should  be  to  provide  technical  assistance 

to  D/WBEs  in  the  areas  of  finance,  bid  packaging, 
etc.;  and  provide  a  forum  for  networking  and  informa- 
tion sharing  between  all  contracting  parties  —  prime 
and  sub-contractors. 

•  The  Board  of  Directors,  in  keeping  with  Executive  Order 
237,  should  establish,  as  a  minimum,   5%  MBE  goals 

on  contracts  for  the  purchase  of  supplies  and 
equipment,  and  professional  services.    After  six 
months,  the  Board  of  Directors  will  review  the 
Authority's  contracting  progress  with  MBEs  for  the 
purpose  of  increasing  the  minimum  percentage  if 
warranted  and  assuring  that  MBE  contract  distribution 
is  as  varied  as  possible  within  regulatory  guidelines . 


I 


CONSTRUCTION 


Statistics 


Sub 
Contracts 

Total  Amount      %  Awarded       %  Awarded       Total           #  # 

Y^ar           AwArHed               to  r4BE               to  imv.         Contracts       Mrp  mutt 

1977 

$  101,2  50,973 

0 

0 

37 

0 

0 

1978 

$  94,069,047 

.2% 

0 

34 

2 

0 

1979 

$  199,897,442 

8.3% 

0 

27 

19 

0 

1980 

$  244,644,444 

8.4% 

0 

27 

32 

0 

1981* 

$  136,492,865 

9.4% 

0 

24 

32 

0 

19G2 

$  243,911,015 

14.9% 

.  2% 

25 

38 

1933 

$  121,669,795 

12.9% 

.  08% 

32 

54 

1 

TOTAL 

?1, 141,955, 581 

8.9% 

.005% 

206 

177 

5 

*  Inception  of  goal  oriented  set-aside  approach  of  10/1%  riAJBE. 

Source:     Construction;  ^Department 
Computation:     Sub-Conxuttee  Staff 


I 

i 


PURCHASING  CONTRACTS 


Sub 
Contracts 

Total  Amount      %  Awarded        %  Awarded       Total           #  # 

1978 

$  21,600,000 

.7% 

2.5% 

8,300 

49 

37 

1979 

$  24,900,000 

1.  % 

2.7% 

7,400 

116 

16 

1980 

$  26,800,000 

.5% 

.2% 

7,300 

258 

12 

1961 

$  35,500,000 

.6% 

.15% 

8,000 

228 

40 

1982 

$  28,200,000 

.4% 

.2% 

9,000 

242 

105 

1983 

$  30,600,000** 

.4% 

.  8% 

9,000 

301 

123 

*  Includes  estimates 

**  Includes  purchase  of  #7  SLRV's  and  't}2  Red  Line  Cars. 


PROFESSIONAL  SERVICES 


Sub 

Contracts 

Total  Amount 

%  Awarded 

%  Awarded 

Total 

#  # 

Year 

Awarded 

to  tABE 

to 

contracts 

MRP        WRC  _._ 

1977* 


22 


1978 


$  2,757,814 


13.5% 


15 


11 


1979 


$  13,460,010 


16.0% 


27 


14 


1980 


$  6,703,915 


24.0% 


24 


14 


1931 


$  30,302,605 


3.0% 


12 


1982 


$  1G,748,S37 


3.5% 


.  3% 


14 


1933 


$  24,907,991 


5.9% 


1.2% 


24 


*  "Jo  MBE  Activity  was  reported/no  supplemental  agreement 
activity  reported. 

**fI3Es  and  V.BZs  v/ere  reported  at  MBEs. 

Source:     ZEO/AA  Office 

Computation:     Sub-Comjnittee  Staff 
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VI     MONITORING  AND  IMPLEMENTING  AFFIRMATIVE  ACTION  AT  THE 
MASSACHUSETTS  BAY  TRANSPORTATION  AUTHORITY 


To  ensure  that  affirmative  action  continues  to  be  an  integral 
component  of  the  Authority's  policies  and  procedures,  the 
Sub-committee  recommends  the  institution  of  the  following 
procedures  in  addition  to  those  above. 


Personnel  Office 


•  The  Personnel  Office  should  complete  its  efforts 
to  prepare  and  distribute  a  comprehensive  Personnel 
Policies  and  Procedures  Mcmual  that  is  devoid  of 
any  policies  that  might  have  a  negative  impact  on 
minorities  and  women.  The  manual  should,  within 
60  days,  be  submitted  to  the  General  Manager  for 
approval,  and  to  the  Board  of  Directors  for  review. 


EEO/AA  Office 

•  The  EEO/AA  Office  should,  within  30  days,  present  to 
the  Board  of  Directors  for  action  the  revised 
Affirmative  Action  Plan.     Recommendations  from 

this  report  and  the  Directorate/Departmental  hiring 
goals  should  be  included  in  the  approved  plan. 

•  The  EEO/AA  Office  should,  within  60  days,  develop 
and  implement  an  affirmative  action  training  prograim 
for  all  employees.     The  training  program  should 
include,  but  not  be  limited  to,  a  discussion  of  the 
affirmative  action  plan,  managers'  and  employees' 
rights  and  responsibilities,  and  an  in-depth 
explanation  of  the  Authority's  EEO/AA  complaint 
procedure . 

o    The  EEO/AA  Office  should  coordinate  and  monitor  the 
activities  of  the  newly  established  departmental 
EEO/AA  Liaisons  in  their  performance  as  affirmative 
action  coordinators  for  their  respective  department/ 
directorate . 

•  The  EEO/AA  Office  should  distribute  copies  of  the 
Authority's  Affirmative  Action  Statenent  for  perzianent 
posting  in  conspicuous  places  throughout  the  Authority. 


•  The  EEO/AA  Office  should  monitor  and  report  monthly 
to  the  General  Manager  on  new  hires /  promotions , 
temporary  chamges,  tramsfers,  disciplines,  discharges, 
resignations,  retirements  and  projected  vacancies  by 
department . 

Office' of  the  General  Manager 

•  The  General  Manager  should  present  a  monthly  affirmative 
action  report  to  the  Board  of  Directors.     The  report 
should  include  the  following:     new  hires,  promotions, 
temporary  changes,  transfers,  disciplines,  discharges, 
resignations,  and  projected  vacamcies  by  department. 

•  The  General  Manager  should  recommend  to  the  Board  of 
Directors  for  action  a  policy  that  freezes  hiring 

if  managers  fail  to  address  their  affirmative  action 
goals  as  they  fill  vacancies  through  new  hires  and/or 
promotions .     Such  determination  should  be  based  upon 
the  monthly  affirmative  action  report  presented  to  the 
Board. 

•  The  General  Manager  should  report  monthly  to  the 
Board  of  Directors  on  the  progress  of  the  program 
development  recommendations  contained  within  this 
report . 

•  The  General  Manager  should,  if  necessary,  authorize 
corrective  actions  to  prevent  the  disproportionate 
discharges  and/or  resignations  of  minorities  and 
women  at  the  Authority. 

•  The  General  Manager  should,  within  30  days,  re-establish 
the  Women's  Group  as  described  in  the  Authority's  197  8 
Affirmative  Action  Plan  for  Women. 

•  The  General  Manager  should  ensure  that  priority  will 

be  given  to  the  in-put  of  information  that  is  necess^-^" 
to  maintain  and  monitor  affirmative  action  at  the 
Authority  at  the  start-up  of  PMIS. 


Board  of  Directors 

•    The  Board  of  Directors  should  continue  its  Affirmative 
Action  Sub-committee  for  ihe  purpose  of  monitoring 
affirmative  action  progre~s  and  working  in  conjunction 
with  the  appropriate  persi.nnel  in  the  development  and 
implementation  of  systems  and  progra.Ts  that  will 
improve  minority  and  female  participation  in  all 
Authority  activities. 


The  Board  of  Directors  should  include  Affirmative 
Action  as  an  agenda  item  at  least  once  a  month  at 


APPENDIX 


Glossary 

Tcible  of  Organization 

Workforce  Utilization  Report  by 
Individual  Units 

MBTA  Employee  Opinion  Survey 

D/WBE  Questionnaire 

Open  Meeting  Participants 


G  LOSS  A  R  y 


Reference  Materials:     The  Management  of  Affirmative  Action, 

Hall  and  Albrecht 

Goodyear  Publishing  Company,   Inc.  -  19  79 


APPLICANT  FLOW  The  number  of  applicants  applying 

for  a  particular  job  over  a  given 
period  of  time,  analyzed  by  sex 
and  minority  groupings. 


APPLICANT  POOL  All  people  who  have  applied  for  a 

particular  job  or  group  of  jobs 
during  one  period  of  opening. 
The  collection  of  candidates  from 
which  the  selection  or  selections 
for  available  positions  may  be  made. 


BEST  EFFORT  An  employer's  broad  and  active 

efforts  to  assure  that  all  as- 
pects of  its  affirmative  action 
plan  work  together  as  a  whole. 
The  projected  results  are  measured 
by  Goals  and  Timetables. 


EE04  The  breakdown  of  employees  by 

race  and  sex  within  job  category. 


EE04  JOB  CATEGORIES  In  EEO/AA  reporting  and  workforce 

analysis,  EE04  Job  Categories  are 
as  follows:  Official/Administrator, 
Professional,  Technician,  Protective 
Service,  Para-professional,  Skilled 
Crafts,  Office/Clerical,  and  Service/ 
Maintenance . 

The  Authority  uses  four  main  categories. 
Category  I  includes  Of f ical/Admini- 
strator,  Professional,  Technician, 
and  Para-professional;  Category  II  - 
Office/Clerical;  Category  III  - 
Skilled  Crafts;  and  Category  IV  - 
Protective  Services  and  Service/ 
Maintenance . 


MINORITY  In  EEO/AA  reporting  and  workforce 

analysis,  the  term  minority  includes 
Blacks,   Spanish-surnamed  Americans, 
Asian  Americans  and  Native  American 
Indians . 


PARITY  The  employment  of  minorities 

and  women  in  various  job  cate- 
gories commensurate  with  the 
rates  at  which  validly  quali- 
fied members  of  those  groups 
are  available  for  employment 
in  those  job  categories. 


RATIO  HIRING  A  court-ordered  quota-hiring 

formula  requiring  separate 
eligibility  lists  for  whites 
and/or  males  on    one  hand  and 
minorities  and/or  women  on  the 
other  hand,  from  which  an  employer 
must  select  candidates  from  on 
each  list  in  a  specified  ratio 
until  parity  is  achieved  the 
positions  covered  by  the  court 
order . 


UPWARD  MOBILITY  Creation  of  conditions  in  which 

tag  minorities  and  women  can 
achieve  advancement  from  lower 
positions  to  higher  positions 
from  which  they  have  been  ex- 
cluded in  the  past.     This  is 
generally  accomplished  through 
efforts  to  eliminate  discriminatory 
barriers  and  through  training 
programs  co-sponsored  by  employ- 
ers and  government. 


UTILIZATION  ANALYSIS  An  analysis  conducted  by  an  employer 

to  determine  whether  minorities 
and  women  are  employed  in  each 
major  job  category  at  a  rate  con- 
sistent with  the  availability  of 
validly  qualified  minorities  and 
women  in  the  relevant  labor  market 
for  the  positions  covered. 
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WORKFORCE  UTILIZATION  REPORTS  BY  INDIVIDUAL  UNITS 


EmPLOYMEKT  statistics  as  of  DECEMBER  31.  1983 


EXECUTIVE  

DIRECTORATE/DEPARTMENT 


AREA 

MM  * 

M 

r   *  * 

F  *** 

TOTAL 

i 

X 

f 

; 

if 

X 

Office  of  the  General  Manager 

i  7 

0 

0 

X 

b 

9 

53 

Budget  Office 

/ 

0 

0 

n 

u 

3 

43 

LijU/ AA  ur  r  ICe 

3 

50 

3 

50 

3 

50 

28 

1 

4 

3 

4 

18 

64 

Total 

c  o 
Do 

4 

7 

"7 

/ 

1  z 

33 

57 

1  

•  Minority  Males 


Employment  statistics 


AS  OF  DECEMBER   31 ,  1983 


TREASURER-CONTROLLER 
DIRECTORATE /DEPARTMENT 


AREA 

MM  * 

M 

7  ** 

p  * ** 

TOTAL 

# 

X 

Jf 

z 

y» 

X 

General  Accounting  and 
Accounts  Payable 

Z  0 

0 

0 

1 

A 
H 

16 

61.5 

Revenue  Collection 

J  o 

2 

3 

0 

0 

0 

0 

7 

0 

0 

1 

14 

4 

57 

Internal  Auditing 

13 

2 

15 

0 

0 

1 

8 

Payroll  Accounting 

21 

1 

5 

2 

9.5 

16 

76 

Capital  Program  Control 

4 

0 

0 

1 

25 

-) 

1  finance 

5 

U 

u 

0 

0 

1 
X 

Total 

134 

5 

4 

6 

4 

40 

30 



*  Minority  Males 


Employment  statistics  as  of  December  31,  1983 


OPERATIONS-ADMINISTRATION 
DIRECTORATE /DEPARTMENT 


AREA 

MM  * 

M 

:  ** 

f  *** 

TOTAL 

/ 

z 

If 

7, 

Office  of  Director 

9 

0 

0 

n 
U 

A 

u 

5 

55 

Chief  of  Staff  Office 

o 
o 

0 

0 

u 

n 
U 

0 

0 

Asst.  Serv.  &  Serv.  Fianning 

0 

0 

0 

0 

5 

12 

oervice  rxanniny 

7 

0 

0 

1 

14 

3 

43 

<^afetv  &  TraininQ 

7 

0 

0 

1 

14 

2 

28 

1  Rail  Lines  Surf.  Div, 

5 

1 

20 

0 

0 

0 

0 

Surface  Lines  Sub-section 

2 

14 

0 

0 

0 

Total 

74 

3 

4 

2 

3 

i  D 

2  Z 

1 

Employment  STATISTICS  AS  OF  dece»iber  31.  1983 


OPERATIONS  -  TRANSPQRTAT I ON 
DIRECTORATE /DEPARTMENT 


AREA* 

MM  * 

M 

r  ** 

F  * ** 

TOTAL 

1 

Z 

X 

12  4 

258 

38 

15 

8 

3 

19 

7 

X  ^  J 

500 

253 

51 

45 

9 

73 

15 

122 

340 

116 

34 

2b 

Q 

0 

37 

11 

121 

2  7 

2 

7 

r\ 
u 

n 
u 

0 

0 

lie 

33 

23 

0 

0 

16 

11 

■L 

275 

61 

22 

17 

6 

40 

15 

114 

162 

23 

14 

5 

•J 
J 

18 

11 

113 

4  4/ 

70 

16 

X  0 

50 

11 

112 

297 

71 

24 

4 

1 

-  ■ 

129 

177 

27 

15 

8 

4 

2r 

128 

138 

11 

8 

7 

5 

19 

14 

125 

n 

J  J  u 

40 

12 

1 

36 

11 

ITT 
111 

0 

0 

n 

0 

0 

0 

102 

37 

1 

3 

0 

0 

0 

0 

101 

9 

1 

11 

1 

11 

4 

44 

Total 

3140 

744 

24 

144 

5 

351 

11 

*  Geographical  Location 

*  Minority  Males 


Employment  statistics  as  or  December  31.  1983 


OPERATIONS 

TRANSPORTATION  -  PART-TIME 
DIRECTORATE /DEPARTMENT 


AREA* 

MM  * 

M 

r  ** 

p  *  *  * 

TOTAL 

-JL- 

Z 

# 

X 

7. 

112 

10 

2 

20 

2 

20 

4 

40 

11  J 

13 

1 

8 

1 

8 

4 

31 

114 

1 

0 

0 

0 

0 

U 

0 

115 

1  b 

3 

20 

1 

X 

7 

/ 

5 

33 

122 

20 

51 

13 

33 

15 

38 

1  z  J 

109 

48 

44 

22 

20 

42 

39 

125 

55 

13 

24 

14 

25 

/  r; 

126 

65 

22 

34 

4 

D 

24 

128 

■3  C 
J  0 

10 

29 

A 
H 

13 

37 

X  Z  7 

25 

10 

40 

6 

24 

11 

44 

Total 

367 

128 

X  ^  u 

3  5 

■J  -J 

68 

18 

L  4  5 

4  0 

*  Geographical  Location 

*  Minority  Males 


Employment  statistics  as  of  December  31.  1983 


OPERATIONS  -  ENGINEERING  & 

M&TNTFNANrF.  POWER  DIVISION 
DIRECTORATE /DEPARTMENT 


AREA 

MM  * 

M 

r  *  *  * 

TOTAL 

# 

If 

1 

yr 

V 

/e 

371  -  Power  Supply  &  Equip. 

53 

2 

4 

0 

0 

0 

361 

27 

4 

15 

0 

0 

1 

■■5  

351  -  Equip.,  Yards  &  Services 

72 

0 

0 

0 

0 

0 

0 

341  -  Transmission  &  Dist. 

88 

3 

3 

0 

0 

0 

0 

333  -  Maint.  of  Way  RTL 

184 

14 

8 

0 

0 

0 

0 

332  -  Way  Eng.   &  Maint. 

54 

3 

6 

0 

0 

324  -  Lt.   El.    &  El.  Equip. 

70 

3 

4 

0 

0 

321  -  Signals  &  Comm. 

97 

6 

6 

0 

0 

0 

0 

319  -  Bridge  &  Struc.  Maint. 

32 

0 

0 

0 

0 

0 

0 

313  -  Mech.  Maint. 

53 

0 

0 

0 

0 

0 

0 

309  -  Bldg.   &  Station  Maint. 

88 

3 

3 

0 

0 

0 

0 

305  -  Civil  &  Design 
Engineering 

29 

1 

3 

0 

0 

0 

301  -  Energy 

38 

1 

3 

4 

10 

12 

32 

Total 

855 

38 

4 

4 

.  5 

13 

1 

1 

*  Minority  Males 


Employment  statistics  as  of  December  31.  1983 


OPERATIONS  - 

RAIL  EQUIPMENT  MAINTENANCE 
DIRECTORATE /DEPARTMENT 


AREA 

MM  * 

M 

r   *  * 

F   *  *  * 

TOTAL 

1 

X 

% 

411  -  Office  of  the  Chief 

10 

0 

0 

J. 

1 U 

5 

50 

412  -  Everett  Repair 

23 

0 

0 

X 

■J 

1 

3 

413  -  Main  Repair 

"V  "3  "5 
X  J  ^ 

5 

4 

n 

u 

0 

0 

414  -  Component  Exchange 

145 

10 

7 

0 

0 

0 

0 

1  427  -  Equip.  Eng.   &  Q.A. 

25 

1 

4 

0 

0 

1 

4 

4  32  -  Cabot 

147 

5 

3 

0 

0 

1 

433  -  Wellington  CH  Orange  Lit 

34 

4 

12 

u 

U 

]_ 

3 

434  -  Admin.   &  Finance 

J  / 

0 

0 

1 

X 

■3 

1 

3 

441  -  I*int.  Auto.  Shops 

16 

0 

0 

0 

0 

3 

19 

462  -  Arborway 

26 

3 

12 

0 

0 

0 

0 

463  -  Watertown  CH 

38 

5 

3 

0 

0 

0 

0 

464  -  No.  Cambridge 

i  D 

1 

6 

U 

U 

0 

0 

13 

1 

8 

0 

0 

0 

0 

466  -  Riverside  CH 

165 

9 

5 

0 

0 

1 

.6 

Total 

833 

44 

5 

3 

.  4 

14 

2 

 1 

I    ,  . 

*  Minority  Males 


Employment  statistics  as  of  December  31.  1983 

OPERATIONS  -  AUTOMOTIVE 

EQUIPMENT  MAINTENANCE 
DIRECTORATE /DEPARTMENT 


AREA 

MM  * 

M] 

r   *  * 

F   *  *  * 

TOTAL 

f 

% 

Albany  Garage 

46 

2 

4 

0 

0 

0 

0 

Maintenance 

60 

10 

.7 

0 

0 

0 

0 

Materials  Officer 

27 

1 

4 

0 

0 

0 

0 

Arlington  Garage 

28 

1 

4 

0 

0 

0 

0 

McSweeney  Garage 

8  0 

5 

6 

z 

■3 

J 

2 

3 

Quincy  Garage 

•3  n 
J  / 

1 

3 

u 

ft 

0 

0 

Lynn  Cjarage 

1 

3 

0 

0 

1 

3 

62 

4 

6 

0 

0 

0 

0 

Total 

374 

24 

6 

2 

.  5 

3 

.8 

*  Minority  Males 

Employment  statistics  as  of  December  31.  1983 


RAILROAD  OPERATIONS  (COMMUTER  RAIL) 
DIRECTORATE /DEPARTMENT 


AREA 

MM  * 

M 

r    *  * 

f  *  *  * 

TOTAL 

1 

X 

t 

1 

Commuter  Rail 

17 

0 

0 

1 

6 

•J 

1  o 

i  8 



1  

1 — ^ 

1 

*  Minor! ty  Males 
**  Minority  Females 


L 


EMPLOYMENT  STATISTICS  AS  OF  DECEMBER  31.  1983 


CONSTRUCTION  

DIRECTORATE /DEPARTMENT 


A  IV  C*  A 

MM  * 

M 

mm 

f  *  *  * 

TOTAL 

X 

g 

if 

% 

Office  of  Director 

10 

0 

0 

0 

0 

4 

40 

Development  ana 
Community  Support 

29 

z 

7 

3 

10 

c 
0 

^1 

Contract  Administration 

19 

r\ 
U 

n 
U 

2 

10 

1  u 

Materials  Testing 

15 

n 
u 

n 

0 

0 

1 

7 

Administration 

20 

1 

5 

0 

0 

7 

Special  Projects 

2 

0 

0 

0 

0 

0 

0 

North  Station  Office 

44 

3 

7 

3 

7 

8 

18 

Reg.  Project  Office  -  South 

119 

18 

15 

4 

3 

17 

14 

South  Station  Trans.  Center 

14 

0 

0 

1 

7 

2 

14 

Power  Improvements 

34 

8 

24 

1 

3 

4 

12 

Day  Street  Office 

88 

13 

15 

2 

2 

10 

11 

Total 

394 

45 

11 

16 

4 

69 

18 

1 

• 

*  Minority  Males 
**  Minority  Females 
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Employment  statistics  as  of  December  31.  1983 


LAW  

DIRECTORATE /DEPARTMENT 


 :  

AREA 

MM  * 

M] 

r  ** 

F   *  *  * 

TOTAL 

1 

J 

7, 

ft 

% 

// 

50 

0 

0 

3 

6 

18 

36 

,  

1 

1 

1 

i 

*  Minority  Males 
**  Minority  Females 

1 

I  I  EMPLOYMENT  STATISTICS  AS  OF  DECEMBER   31.  1983 


POLICE  

DIRECTORATE /DEPARTMENT 


A  o  r  A 

A  K  t.  A 

MM  * 

MF  ** 

p    *  *  * 

T  nT  A  T 

1 

f  1 

X 

/> 

7. 

Police  Department 

112 

19 

17 

2 

2 

14 

12 



1 

i  — 

*  Minority  Males 
**  Minority  Females 


Employment  statistics  as  of  December  31.  1983 


MANAGEMENT  INFORMATION  SYSTEMS  (MIS) 
DIRECTORATE /DEPARTMENT 


AREA 

MM  * 

MF  ** 

F   *  *  * 

TOTAL 

X 

% 

/' 

Management  Information  Systems 
(MIS) 

46 

1 

2 

7 

15 

22 

48 

.  J 

I 

1  _ 

*  Minority  Males 
**  Minority  Females 


Employment  STATISTICS  AS  OF  DECEMBER   31.  1983 


PERSONNEL  

DIRECTORATE /DEPARTMENT 


AREA 

MM  * 

MF  ** 

f  *  *  * 

TOTAL 

# 

// 

Personnel  Department 

16 

0 

0 

2 

12 

11 

69 

! 

L  

*  Minority  Males 
**  Minority  Females 
***  All  Females 


Employment  statistics  as  of  December  31,  1983 


LABOR  RELATIONS  

DIRECTORATE /DEPARTMENT 


AREA 

MM  * 

MF  ** 

f  *  *  * 

TOTAL 

// 

X 

/; 

T 

V 

A 

Labor  Relations  Department 

13 

2 

15 

1 

8 

6 

46 

i 

1 

* 
*  * 
*  *  * 


Minority  Males 
Minority  Females 
All   Fema 1 e s 


Employment  statistics  as  of  December  31.  1983 


REAL  ESTATE  MANAGEMENT 
DIRECTORATE /DEPARTMENT 


I  AREA 

MM  * 

M 

T     *  * 

F   *  *  * 

TOTAL 

1 

1  f 

# 

7, 

/' 

|Right-of-Way 

4 

0 

0 

0 

0 

2 

50 

llAssistant  Director 

4 

0 

0 

0 

0 

1 

25 

: Director 

2 

0 

0 

0 

0 

1 

50 

!  Total 

X  u 

0 

0 

0 

0 

4 

•» 

1 

i 

*  Minority  Males 
**  Minority  Females 


i 
i 
I 

I 
I 
I 

I 
I 
I 
I 

I 


EMPLOYMENT  STATISTICS  AS  OF  DECEMBER   31,  19P3 

MATERIALS 

DIRECTORATE/DEPARTMENT 


- 

AREA 

MM  * 

MF  ** 

f  *  *  * 

TOTAL 

1 

M 

.J.  J 

Z 



A/ 

7„ 

X 

Purchasing 

20 

1 

c 
D 

n 
U 

U 

i  U 

D  0 

Everett  Storeroom 

54 

0 

0 

0 

0 

1 

2 

RT  Car  Procurement 

2 

0 

0 

0 

0 

1 

50 

Capital  Procurement 

10 

1 

10 

1 

10 

7 

70 

Total 

86 

2 

2 

1 

1 

19 

22 

1 

1 

i  .  - 

1 

*  Minorl ty  Males 
**  Minority  Females 
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I 

i 

I 

I 
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MBTA  Ef^PLOYEE  OPINION  SURVEY 
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i 

i 

i 

I 

1 


MASSACHUSETTS 
BAY 

TRANSPORTATION 
AUTHORITY 

Board  of  Directors 

50  High  Street,  Boston.  Mass.  02110 

March  13,  1984 


Dear  Employee: 

RE:     MBTA  EMPLOYEE  OPINION  SURVEY 

As  you  may  know,  the  Board  of  Directors  has  formed  a  Sub- 
committee to  review  the  Authority's  policies  and  procedures 
relative  to  affirmative  action.     Directors  Judith  H.  Robbins  and 
William  F.  Irvin  serve  on  the  Sub-committee,  which  is  chaired  by 
Director  Melissa  A.  Tillman. 

Specifically,  the  Sub-committee  has  been  given  ninety  (90) 
days  to  complete  the  project,  which  will  include  a  review  of  the 
following  activities  at  the  Authority: 

-  utilization  of  minorities  and  women  in  the  internal 
and  external  workforce; 

-  personnel  policies  and  procedures;  and 

-  contract  compliance  in  the  purchasing,  personal 
services  and  construction  directorates. 

The  process  will  include  a  comparison  of  past  and  current 
activities,  personal  interviews,  and  a  public  process  to  solicit 
the  concerns  and  suggestions  of  outside  groups. 

The  final  task  for  the  Sub-committee  will  be  to  produce  a 
report  incorporating  the  findings  of  the  review  and  recommenda- 
tions for  policy  initiatives  to  improve  affirmative  action  efforts 
at  the  Authority. 

As  part  of  its  review  process,   the  Sub-committee  must  look  at 
the  Authority's  promotion,  temporary  change,  discipline,  and  work 
environment  patterns.     Because  the  current  computer  system  is 
unable  to  capture  this  information,  we  must  retrieve  it  from  you. 
The  attached  questionnaire  has  been  designed  to  collect  that  in- 
formation from  a  statistically  representative  group  of  employees. 
Please  take  the  few  minutes  required  to  complete  the  questionnaire. 
Your  answers  and  comments  are  extremely  important! 

ALL  RESPONSES  WILL  REMAIN  STRICTLY  CONFIDENTIAL. 


i 
i 

I 

I 

) 


I 


March  13,  1984  Page  2 

RETURN  INSTRUCTIONS 

1)  Place  the  questionnaire  into  the  self -addressed  envelope. 
SEAL  IT. 

2)  Return  the  sealed  envelope  to  the  office  where  pay  checks" 
are  distributed  no  later  than  Wednesday  morning, 

March  21,  1984. 

Thank  you  for  taking  the  time  to  participate  in  this  very 
important  project. 


SW/es 


I 
I 

i 

I 

I 

I 


Job  Title  

Work  Area  Number 


1)  How  many  years  have  you  worked  for  the  MBTA?  (If  you  were  employed  for  two  separate 
periods,  please  identify  only  the  total  number  of  years.)  Please  check  only  one. 

To  30  5-10  10-20  20T 

2)  How  many  ye«u-s  have  you  held  your  current  position?  Please  check  only  one. 


0-1  1-3  3-5  5-10  10-20  20+ 

3)     Please  list  other  job  titles  which  you  have  held  in  the  past  seven  (7)  years  and  the  amount 
of  time  at  each  one. 

a)     

b)     

c)     

d)    

Vfitle]  (Total  Time  Held) 

tt)      Were  any  of  the  above  a  promotion  as  a  result  of  a  temporary  change?    Yes   No  

a)  If  yes,  did  you  later  get  the  permanent  promotion?    Yes   No  

5)      How  long  did  you  wait  to  get  your  first  job  with  the  MBTA  after  you  submitted  your  first 
application? 


0-6  mos.  6  mos.-l  yr.  1-3  years  3-5  years 

a)  In  what  year  did  you  first  apply?   

b)  Did  you  apply  more  than  once?      Yes   No  

6)  How  satisfied  are  you  with  employment  at  the  T?  (Circle  the  number  which  is  closest  to  how 
you  feel.) 

I  2  3  5 

Dissatisfied  Satisfied  Very  Satisfied 

7)  Below  we  have  listed  some  common  factors  which  affect  employees'  job  satisfaction.  Please 
indicate  the  importance  of  each  to  you  by  circling  the  appropriate  number  on  the  scale  to  the 
right  of  each  question. 

1  2  3  <^  5 

Not  Important  Important  Very  Important 


a)  Pay  (Base) 

b)  Pay  (Increases) 

c)  Co-Workers'  Attitudes 

d)  Supervisors'  Attitudes 

e)  Type  of  Work 


2  3  5 

2  3^5 

2  3^5 

2  3^5 

2  3  5 


I 
I 
I 

I 

I 
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7)  Confd. 

f)  Benefits 

g)  Promotional  Possibilities 

h)  Job  Security 

i)  Other  (Specify) 


8) 
9) 


i)     Other  (Specify) 


Do  you  know  the  MBTA's  EEO/AA  Grievance  Procedure? 

Have  you  ever  filed  an  EEO/AA  Grievance?        Yes   No 

a)  If  no,  go  to  Question  10. 

b)  If  yes: 

(1)  How  long  ago?      0-6  mos.          6  mos.-l  year  

(2)  Was  it  resolved  to  your  satisfaction?  Yes  

(3)  If  no,  did  you  file  an  appeal?  Yes   No  

(a)  If  you  did  not  appeal,  please  briefly  explain  why. 


Yes 


No 


1-3  years         more  than  3 

No 


(b)  If  yes,  what  is  the  status  of  your  appeal? 


(4)  Why  did  you  file  the  grievance?  Check  all  appropriate  items. 

(a)  Promotion   

(b)  Employment   

(c)  Job  Bill   

(d)  Sexual  Harrassment   

(e)  Racial  or  Ethnic  Grounds   

(f)  Other  (Specify)  

(5)  Have  you  filed  more  than  one?  Yes   No  

If  yes,  how  many?      2   3   U   mce  

(6)  Are  you  currently  satisfied  with  the  MBTA's  EEO/AA  Grievance  Procedure"^  Yes   No 

If  not,  why  not?  


I 
I 
I 

I 

I 

I 


i 


k 
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10)    Have  you  ever  been  disciplined  for  breaking  any  of  the  MBTA's  work  rules?  Yes   No  

a)  If  yes,  how  many  times?      1         2         3     5  

b)  Do  you  think  that  you  were  treated  fairly  each  time?  If  not  explain  why.    Yes   No 


11)  Do  you  believe  that  the  T  pays  equal  money  for  equal  work?  Yes   No  

12)  Have  you  ever  been  promoted  at  the  T?  Yes   No  

a)  How  many  times?      1         2         3   more  

b)  Have  you  ever  been  denied  a  promotion?  Yes   No  

c)  Has  it  happened  more  than  once?         Yes   No  

d)  How  many  times?      1         2         3        ^   more  

e)  Have  you  ever  been  denied  a  transfer  to  another  area?  Yes   No  

f)  How  many  times?      1         2         3         k   5  

g)  Do  you  believe  that  the  denial(s)  was  (were)  due  to  your  race  or  sex?     Yes   No 

Please  explain:  


13)    Do  you  believe  that  favoritism  is  shown  to  certain  classes  of  employees  at  the  MBTA? 
Yes  _      No  _ 

Which  employees? 

Males:  White  Females:  White 


Black    Black 

Hispanic    Hispanic 

Asian    Asian 

Indian    Indian 

All  Males    All  Females 

Other  (Specify)   


lU)    a)     Have  you  ever  been  the  only  employee  of  your  race  or  sex  at  your  work  site?  Yes   No 

b)  Are  you  now?      Yes   No  

c)  Do  you  feel  that  you  receive(d)  equal  treatment  from  your: 

(1)  Co-Workers?      Yes  _   No  _ 

(2)  Supervisor(s)?      Yes   No  

15)    Do  you  think  that  racial,  ethnic,  or  sexual  incidents  such  as  name  calling,  prevention  from 
participating  in  normal  work-related  acrivities  or  restricted  restroom  facilities  takes  place 
at  the  T?  Yes   No  

a)  Have  you  ever  witnessed  such  activities?  Yes   No 

b)  Have  you  ever  been  a  victim*?  Yes  No 


i 


16)    Please  rate  the  cooperation  which  you  receive  from  your  co-workers  by  circling  the 
appropriate  number  for  each  category. 


1 


Not  Cooperative     *  Cooperative  Very  Cooperative 

a)  Same  Race  1  2  3*5 

b)  Other  Races  1  2  3  5 

c)  Same  Sex  1  2  3*5 

d)  Opposite  Sex  1  2  3*5 

17)  Do  you  receive  adequate  advance  information  about  promotions  from: 

a)  Your  Supervisor       Yes   No         Don't  Know  

b)  Your  Shop  Steward  Yes   No         Don't  Know  

c)  Personnel  Office      Yes   No         Don't  Know  

18)  Please  list  the  MBTA-supported  training  which  you  have  participated  in  during  your  employment. 

a)   

b)   

c)   

d)   

19)  What  question  would  have  included  in  this  survey? 


20) 


How  would  you  have  answered  it? 


Survey  Distribution  and  Return  Patterns 


Race/Sex 


Work 


orcG 


Questionnaire  Questionnaire 
Distributed  Returned 


Minority  Male 

# 

% 

# 

% 

# 

% 

947 

15.0 

393 

41.5 

122* 

31.0 

Minority  Female 

247 

3.9 

105 

42.5 

46 

43.8 

White  Male 

4670 

73.8 

541  11.6 

199 

36.8 

White  Female 

460  7.3 

176  38.3 

79 

44.9 

Totals  6324 

1215 

446 

1 

*    The  lack  of  response  (1.25%  against  an  expected  30%) 
from  one  location  that  received  over  20%  of  the 
instruments  distributed  to  minority  males  may  have 
severely  affected  the  results. 
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DA^BE  QUESTIONNAIRE 


i 


MASSACHUSEHS 
BAY 

TRANSPORTATION 
AUTHORITY 

Transportation  Building 

T*n  Paik  Ptaza 

Boston,  Massachusans  02116 


April  3,  1984 


At  the  January  18,  1984,  Board  of  Directors  Meeting,  an  Equal  Eltployment  Opportunity/ 
Affinnative  Action  Sub-oamdttee  of  the  Board  vas  established  to: 

—  review  M.B.T.A.  policies  and  procedures  to  determine 
their  iirpact  on  minorities  and  wonen;  and 

—  establish  and  iirplement  policies  and  procedures  that 
will  help  to  increase  the  number  and  status  of  minorities' 
and  wonen's  participation  in  M.B.T.A.  activities. 

The  results  of  the  Sub-cannittee '  s  efforts  will  be  a  report  which  will  detail  its 
findings  and  make  recarmendations  for  policy  ctenges  and/or  initiatives. 

As  part  of  the  review  process,  the  Sub-ccnrdttee  held  a  meeting  on  March  7,  1984, 
to  which  members  of  the  public  were  invited  to  voice  their  ccnoems  and  offer 
suggestions.    The  meeting  was  well  attended  and  the  participants  provided  useful 
information  and  suggestions  cn  Recruitment  and  Eltployment,  Promotions,  Tradning, 
and  External  Contracting  pirocedires. 

While  we  have  been  able  to  elicit  a  substantial  amount  of  information  about  the 
construction  aspect  of  our  external  contracting  process,  we  have  not  been  as  successful 
in  our  attempts  to  gather  infoimation  on  the  goods  and  services  areas. 

Because  the  Authority  spends  millions  of  dollars  on  external  contracting  annually, 
it  is  inportant  for  us  to  know  what  the  barriers  are  to  DA^BE  participation  in 
the  goods  and  personal  services  areas?   ^Jhat  policies,  procedures  and/or  programs 
should  be  iiiplemented  to  help  D/A'ZBEs  overcame  the  barriers?   Hew  the  Authority 
should  proceed  to  develop*  a  more  effective  outreach  program? 

In  the  interest  of  your  time  and  oars  (the  report  is  due  April  20) ,  we  have  developed 
the  enclosed  questionnaire  to  solicit  yo^jr  ideas.    It  will  only  take  a  few  minutes 
to  oorplete  these  questions.    Please  take  the  time! 
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MASSACHUSETTS 
BAY 


^  I  ;  TRANSPORTATION 
V.  AUTHORITY 


Board  ot  Dlr9<^on 
TrAmportaUon  BuHdIng 
T«n  Parte  Ptaza 
Boston,  Massachuaatti  02116 

Sub-CGnitiittee  en  Affirmative  Action 

D/WEE  QUESnat'IAIRE 


The  purpose  of  this  questionnaire  is  to  solicit  iiifarmaticn  fran 
D/WBE's  vto  are  in  the  business  of  piywiding  either  goods  or  services  ("03" 
Oonsultant  Contracts)  that  are  con|3atable  with  the  needs  of  the  Authority. 
Your  answers  and  cements  \rill  be  most  helpful  to  us  as  vie  prepare  the 
lepoitl  described  in  the  cover  letter. 

Please  return  the  conpleted  questionnaire  in  the  enclosed »  self-addressed 
stairped  envelope  no  later  than  Thursday,  April  12,  1984. 

Thank  you  in  advance  for  your  eissistance. 


MASSACHUSETTS 
BAY 

\    :     ;  TRANSPORTATION 
AUTHORITY 


Board  ol  Dincton 
Transportation  BuNdIng 
T»n  Parti  Plaza 
Boaton.  Massachuaatts  02116 

Sub-ocxmiittee  on  Af  fixnetive  Action 
D/WBE  QUESnOrtlAIPE 


Optional  Infoxmation 
Name  of  Business: 


Contact  Person:    Telephone  Nunber! 


1)    Type  of  business: 


a)    goods  or  services  provided: 


How  long  has  the  business  been  in  operation? 


(months)  (years) 

3)  Are  you  a  certified  DBE?  Yes    No   

WHE?  Yes    No   

4)  If  yes,  with  what  agencies  are  you  certified? 

M.B.T.A.?   S.O.M.B.A.?   C.A.B.?_ 

Other  state  or  transportation  agencies?   Which  ones? 


Are  you  certified  by  any  other  states?   Which  ones? 


5)    Have  you  applied  for  M.B.T.A.  certification  and  been  denied?      Yes    No 

If  yes,  please  expledn. 

S.O.M.B.A.?        Yes  .  No 


If  yes,  please  explain. 


D/WBE  Questionnaire 
Page  2 


C.  A.B.?        Yes  ^  No  

If  yes,  please  es^lain. 

6)    Have  you  had  any  M.B.T.A.  OGntrac±s  &s  a: 

D.  B.E.?  Yes    No  

W.B.E.?  Yes    No   

ncn-D.B.E.?      Yes   No  

non-W.B.E.?      Yes  No 


7)    VJhat,  if  any,  are  the  specific  problems  you  have  encountered  in  doing  business  or  attenptir 
to  do  business  with  the  Authority? 


8)    Do  you  have  suggestions  for  solutions  v*iich  would  alleviate  these  problems? 


Additional  Oonrrents: 


OPEN  MEETING  P;vpTICIP;^NT 


II 
I 


I 
I 

I 
I 

I 

I 


427-4470 

II  II 

442-4680 

442-1494 

223-5356 

427—1545 

722-3385 

776-8830 

-  5:00 

1 

317  Blue  Hill  Ave.,  Dorchester 

02121 

•  •                                       II                                 M  II 

270  Roxbury  St.,   Roxbury  02119 

339  Dudley  St.,  B    Roxbury  02119 

Rm  507     J.  w.  McCormack  P.O.  Bldg 

55  Dimock  St.  Roxbury 

264  Monsignor  O'Brien  Hwy, 
P.O    Box  277  Cambridge 

r 

1 

1 

o 

Roxbury  Multi  Service 

Contractors  Assoc.  Boston 

Cape  Verdean  Comm.  Hse. 

POL,  OFCCP 

METCO 

MBTA  Coalition  of 

Kendall  Square  assoc. 

r 

'helma  Williams 
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